Adjusting to life 'on the beat' : a longitudinal examination of adaptation to the police profession by Burke, KJ
Adjusting to Life 'On the Beat': 
A Longitudinal Examination of Adaptation to the Police Profession 
Karena Jane Burke 
BA (Hons). 
Volume One. 
, 
A report submitted to satisfy the requirements of the degree of Doctor of Philosophy 
(Psychology) at the University of Tasmania, May 2009. 
i 
1. lo‹.-- 109 
Date 	  
Statement of Sources & Authority of Access 
I declare that this report is my own original work and that the contributions of others 
have been duly acknowledged. 
This thesis is not to be made available for loan or copying for two years following the 
date this statement was signed. Following that time the thesis may be made available 
for loan and limited copying in accordance with the Copyright Act 1968. 
ii 
ACKNOWLEDGEMENTS 
There are so many people who have in some way contributed to the successful 
completion of this thesis — to all of you, to everyone who has touched my life during 
this time — Thank you. 
First and foremost, I would like to thank my supervisors Professor Douglas Paton and 
Dr Jane Shakespeare-Finch for their unending support and unwavering confidence in 
my ability to see this PhD through to completion. Thank you both for everything you 
have done; for the hours spent pouring over data, the long conceptual conversations, and 
for knowing when I needed help and when I needed to be left alone. To Douglas, 
thankyou for your continued belief in me and my ability. To Jane thankyou for being 
there when I needed a girl chat, a parent chat; for becoming a close friend, and for being 
one of the 'women'. 
To the Police Officers of Training groups 1, 2 and 3 of 2004, and 1, 2, 3 and 4 of 2005 
who gave their time to participate in this study — Thank you. I got to know a number of 
you over the course of this study, and gained insights into the job I would not have had 
if it weren't for your honesty and frankness. Thank you for your time, your sincerity, 
and for allowing me to share your journey. Thanks also to Dr Mike Ryan and Assistant 
Commissioner Mathew Richman of Tasmania Police both of whom offered invaluable 
support, advice and provided the means by which to follow-up the officers. Without 
you, this study would have been excruciatingly difficult and probably would not have 
happened. 
Thanks must also go to the 'boys' of the Psychology Department in Launceston — Greg, 
Mathew, and Peter. Over the years I spent in Launceston the three of you saw me 
change, saw me grow, and each of you played an integral role in the person I am today. 
Thank you to each of you for believing in me and for instilling in me the love for 
academia that I know I share with each of you. 
To Greg — Thank you for watching over me 
To Mat — Thanks for passing on your pedantic streak 
To Pete — Thanks for the chats, the advice, and telling me to 'just get on with it'. 
To Anthea, it would take me a lifetime to list all of the ways you helped in the 
completion of this thesis. Thank you for everything, for running a tight ship, for 
knowing the answers, for knowing who to ask. Most importantly, thankyou for being 
who you are — the place wouldn't be the same without you! 
To the colleagues who began this journey with me - Anna and Alex — I made it! 
To my roomies for 12 months at varying times Elysia, Bron, and Nikki, and to other 
fellow post grads Ali, Dave and Briony - Thanks guys for all of your support. 
Ill 
To my students over the course of writing my PhD, and especially to the 201 class of 
2007 — you guys inspired me, kept me going and made me realise, dare I say it, that I 
actually wanted to be an academic... that I'd made the right career choice! 
Special thanks must also go to my Dad, Gary, his partner, Tania, and to my Mum, Jane 
who were there for me the whole way through this journey with unending and 
unconditional support. Thank you for your belief in me and the unconditional love and 
support. Thanks also to Nigel, Simon, David, Ben, Poss, my niece Skye, and my "in-
laws" Christine, Rommel, Simone, Aaron, Ryan, Chloe & Jayde who so willingly 
accepted me into their family. 
To Shaun, whom I met halfway through this PhD journey and who promptly changed 
my life. Thank you for your love, your support, and your unwavering confidence in me. 
Thank you for being able to pick me up when I was down, for wiping away the tears, for 
being my sounding board, for putting up with the long hours, the late nights, and 
especially for understanding. Thank you for coming into my life, for being the one who 
gave me the rose, and for believing in me even when I didn't believe in myself. 
Last, but by no means least, to my son Codie, who has grown up with Mum being at 
university, and never known any different. Codie - It was just the two of us for a long 
time and everyday I'd come home and see that cheeky grin on your face and know that 
all of the stress, all of the effort and all of the pain was worthwhile. You've changed 
from a little boy into a strapping young lad in the time span of this PhD, right before my 
eyes. Thank you my little buddy for keeping me grounded, and for all those years that 
you and you alone gave me something to come home to. I hope one day you'll 
understand just how big a role you played in this PhD and how proud I am of the young 
man you're becoming. I Love you Squid — Thank you. 
"In life you should not pursue gaols that are easily achieved — Develop an instinct for 
what can be only just achieved through your greatest efforts" 
(Albert Einstein). 
iv 
CONTENTS - VOLUME ONE 
Cover Page 	  xi 
List of Tables 	  xii 
List of Figures 	  xvi 
Abstract 	  1 
Thesis Introduction 	  3 
SECTION ONE: FRAMING THE INVESTIGATION 
CHAPTER ONE 
CONCEPTUALISING POLICE OFFICER WELL-BEING 	 8 
1.1 Stress and Well-being in Policing     8 
1.2 The Profession of Policing in Australia 	  11 
1.3 Conceptualising Police Stress and Well-being 	  14 
1.3.1 Stress in Policing    14 
1.3.2 Conceptualising Stress 	  17 
1.3.3 Traumatic Stress 	  21 
1.3.4 Positive Outcomes of Stress and Trauma 	  25 
1.4 From Occupational Stress to Occupational Health 	  28 
1.4.1 Models of Adverse Experiences 	  30 
1.4.2 Salutogenesis: Experience and Exposure 	  32 
1.4.3 Resilience and Vulnerability 	  36 
CHAPTER TWO 
DETERMINANTS OF ADJUSTMENT IN THE POLICE WORKPLACE 1 
INDIVIDUAL CHARACTERISTICS 	  40 
2.1 Adjustment to Work 	  43 
2.2 Factors Implicated in Police Officer Adjustment 	  46 
2.2.1 Influences on Police Stress 	  49 
2.2.2 Intrapersonal Stressors 	  56 
2.3 Summary 
CHAPTER THREE 
DETERMINANTS OF ADJUSTMENT IN THE POLICE WORKPLACE 2 
CONTEXTUAL AND ORGANISATIONAL INFLUENCES   58 
3.1 Influences on Police Stress 	  58 
3.1.1 Operational Stressors 	  59 
v 
3.1.2 Organisational Stressors and Organisational Context 	  62 
3.1.3 Daily Experiences 	  66 
3.1.4 The Impact of Organisational Factors 	  68 
3.2 The Current Study 	  70 
CHAPTER FOUR 
METHODOLOGICAL CONSIDERATIONS IN EXAMINING 
ADJUSTMENT IN NEW POLICE RECRUITS    73 
4.1 Policing in Tasmania 	  73 
4.2 Method 	  78 
4.2.1 Participants 	  78 
4.2.2 Design 	  80 
4.2.3 Quantitative Phase Materials 	  80 
4.3 Methodological Rational 	  96 
4.3.1 Combining Quantitative and Qualitative Methodologies    97 
4.3.2 Complimentary Combinations of Methodologies 	  99 
4.3.3 Methodological, Data and Analysis Triangulation 	  105 
4.3.4 Qualitative Analysis in Organisational Research 	  106 
4.3.5 The Process of Thematic Analysis 	  107 
4.4 The Current Study 	 112 
SECTION TWO 
SOCIALISATION INTO POLICING: THE TRANSITION FROM CIVILIAN TO 
OPERATIONAL OFFICER 
CHAPTER FIVE 
CHARACTERISING POLICE OFFICERS: INDIVIDUAL INFLUENCES ON 
OFFICER ADJUSTMENT 	  117 
5.1 Identifying Individual Differences 	  118 
5.2 Method 	  122 
5.2.1 Participants 	  122 
5.2.2 Materials and Design 	  124 
5.2.3 Procedure 	  125 
5.3 Results 	  128 
5.3.1 Prior Trauma Experiences and Current Psychological Functioning 	 128 
5.3.2 Personality 	  135 
5.3.3 Coping 	  139 
5.3.4 Stress 	  146 
vi 
5.4 Discussion 	  156 
5.4.1 Personality 	  157 
	
5.4.2 Prior Trauma Exposure and Outcomes    158 
5.4.3 Stress and Coping 	  162 
5.4.4 Summary 	164 
CHAPTER SIX 
INDIVDUAL AND OCCUPATIONAL INFLUENCES ON POLICE OFFICER 
WELL-BEING: 
FIRST IMPRESSIONS OF OPERATIONAL POLICING 	  166 
6.1 Occupational Determinants of Adjustment 	  166 
6.1.1 Operational Experiences  	167 
6.1.2 Organisational Experiences  	168 
6.1.3 Organisational Climate and Culture  	169 
6.1.4 Job Satisfaction and Employee Well-being 	  170 
6.2 Method 	  173 
6.2.1 Participants  	173 
6.2.2 Materials 	  173 
6.2.3 Procedure  	174 
6.3 Results 	  174 
6.3.1 Hassles and Uplifts  	175 
6.3.2 Organisational Climate  	178 
6.3.3. Job Satisfaction  	179 
6.3.4 Occupational Experience Construct Relationships  	180 
6.3.5 Relationships between Individual and Occupational Experiences  	181 
6.3.6 Predictors of Job Satisfaction 	  185 
6.4 Discussion 	  187 
6.4.1 Positive and Negative Work Experiences 	  187 
6.4.2 Organisational Climate and Job Satisfaction 	  189 
6.4.3 Occupational Experiences and Individual Characteristics 	 190 
6.4.4 Predictors of Officer Well-being  	193 
CHAPTER SEVEN 
PERCEPTIONS OF OPERATIONAL POLICING: 
THE JOURNEY SO FAR 	  197 
7.1 Overview  	197 
7.2 Method and Analysis  	198 
vii 
7.3 Analysis and Results 	  200 
7.4 Why Policing? 	  201 
7.4.1 Motivators 	  202 
7.4.2 Satisfiers 	  205 
7.4.3 Additional Reasons 	  208 
7.5 Socialisation 	  208 
7.5.1 Academy Training 	  209 
7.5.2 Transition 	  217 
7.5.3 Public Response 	  228 
7.5.4 Overview 	  233 
7.6 Occupational Experiences 	  235 
7.6.1 Camaraderie 	  237 
7.6.2 Reactions/Ways of Coping 	  239 
7.6.3 Shiftwork 	  244 
7.7 Personal Change 	  245 
7.7.1 Switching off/Awareness 	  246 
7.7.2 Self-efficacy 	  248 
7.7.3 Relationships 	  249 
7.8 Conclusion 	  249 
CONTENTS - VOLUME TWO 
SECTION THREE 
THE EXPERIENCED OFFICER 
CHAPTER EIGHT 
RESILIENCE MARKERS IN THE EXPERIENCED OFFICER: APPRAISAL 
OF POTENTIALLY TRAUMATIC EVENTS 	  257 
8.1 The role of prior Trauma Experiences 	 257 
8.1.1 Hypotheses 	  258 
8.2 Method 	 260 
8.2.1 Participants 	  260 
8.2.2 Materials 	  261 
	
8.2.3 Procedure     263 
8.3 Results 	  264 
8.3.1 Personality 	  265 
8.3.2 Potentially Traumatising Events 	  266 
8.3.3 Response to Traumatising Events 	  271 
8.4 Discussion  	284 
CHAPTER NINE 
WHAT MAKES A HAPPY COP? 
LONGITUDINAL INFLUENCES ON POLICE OFFICER WELL-BEING 292 
9.1 Determinants of Adjustment 	292 
9.1.1 Hypotheses  	293 
9.2 Method 	  295 
9.3 Results  	295 
9.3.1 Stress  	296 
9.3.2 Coping 	  300 
9.3.3 Relationships between Stress and Coping 	308 
9.3.4 Occupational Experiences 	  310 
9.3.5 Organisational Climate 	  316 
9.3.6 Job Satisfaction 	  317 
9.3.7 Relationships between Occupational Level Constructs 	 318 
9.3.8 Occupational Experiences and Trauma 	  320 
9.3.9 Relationships between Stress, Coping and Occupational Experiences 323 
9.4 Discussion 	  325 
ix 
9.4.1 Changes in Stress and Coping 	  326 
9.4.2 Occupational Experiences 	  329 
CHAPTER TEN 
REFLECTIONS ON OPERATIONAL POLCING 	  333 
10.1 The Final Phase 	  333 
10.2 Method and Analysis 	  334 
10.3 Results and Discussion 	  336 
10.3.1 External Influences  	337 
10.3.2 Occupational Experiences 	  339 
10.3.3 Personal Influences 	  349 
10.3.4 Summary 	  359 
SECTION FOUR 
CONCLUSIONS, IMPLICATIONS AND RECOMMENDATIONS 
CHAPTER ELEVEN 
FACTORS INFLUENCING ADJUSTMENT IN NEW POLICE RECRUITS 361 
11.1 The Police Personality  	362 
11.2 Changes in Stress and Coping 	363 
11.3 Prior Trauma Exposure and Conceptualising Critical Incident Events  	367 
11.4 Training as Effective Preparation  	371 
11.5 Occupational Experiences  	374 
11.5.1 Daily Work Experiences 	  374 
11.5.2 Organisational Climate and Job Satisfaction 	  376 
11.5.3 Gender Differences 	  376 
11.6 Adjustment and Socialisation 	  377 
11.7 Implications  	381 
11.7.1 Stress, Isolation and Camaraderie  	381 
11.7.2 Coping and the 'Alcohol Debrief' 	  382 
11.7.3 Enhancing Social Support and Reducing Ma!adaptive Coping  	384 
11.7.4 Policy, Procedure and Promoting Positivity  	386 
11.8 Limitations  	389 
11.8.1 The Measurement of Personality 	  389 
11.8.2 Conceptualising Traumatic Events and Measuring 
Traumatic Response  	390 
11.8.3 Timing of Baseline Measures  	393 
11.8.4 Sample Size at the Follow-up Phase  	394 
11.8.5 Quantitative Measurement after 2 Years Operations  	394 
11.8.6 Social Desirability and Investigator Bias  	395 
11.8.7 Family Work Life Balance  	395 
11.9 Future Directions  	396 
11.10 Concluding Comments 	397 
REFERENCES 	  402 
APPENDICES 	  434(A1) 
xi 
Adjusting to Life 'On the Beat': 
A Longitudinal Examination of Adaptation to the Police Profession 
Karena 1 Burke 
BA (Hons). 
xii 
List of Tables 
Number 
	 Title 
1 
	
	Personality and Attitudinal Factors examined in Policing 
Variation in Police Officer to Public Ration across the four 
2 	Police Districts in Tasmania. 
Number of Participants in each Time Lagged Cohort for each 
3 	Phase of the Project. 
4 
	The Concepts Examined at each phase of the Project. 
Dimensions of the COPE Inventory outlined by Carver, Schier 
5 	& Weintraub (1989). 
Cronbach's Coefficient Alpha Statistics for the IES-R in Two 
6 	Validation Studies Reported by Weiss and Marmar (1997). 
7 
8 
Comparison of Coefficient alpha indices of the PDHUS factors 
9 	found by Hart et al. (1993) and K.J. Burke & Paton (2006). 
Dimensions of the Team Climate Inventory (Anderson & 
10 	West, 1998). 
Reliability indices for the original TCI (Anderson & West, 
11 	1998) and adapted TCI forms (K.J. Burke & Paton, 2006). 
Different types of Triangulation Techniques Used in Mixed- 
12 	Methodological Research. 
13 
	The Concepts Examined at each phase of the Project. 
Proportions of Officers Reporting Involvement in Traumatic 
14 
	Events prior to Police Academy Training Compared to 
Lifetime incidence in the General Population 
15 
16 
Page 
53 
75 
79 
81 
83 
87 
91  
92 
93 
94 
96 
103 
125 
130 
131  
132 
The sub-scales of the Police Daily Hassles Scale. 
The subscales of the Police Daily Uplifts Scale. 
Comparison of Mean Scores on IES and PTGI Subscales for 
Trauma and No Trauma Groups of Police Recruits. 
Correlations between PTGI and IES-R Scales for Police 
Recruits 
T-test Comparisons of Trauma and No Trauma Exposure 
17 	(Prior to Entry) Groups of Police Recruits on IES-R and PTGI 
Scores. 133 
Gender Comparison of Scores on the IES-R and PTGI for the 
18 	Prior Trauma Group 	 134 
Comparison of relationships between personality and measures 
19 	of trauma outcomes for trauma and no trauma groups of police 	138 
Comparison of personality profiles for no trauma and trauma 
20 groups 	 137 
T-test Comparisons of Reported Use of Specific Coping 
21 	Strategies for Police Recruits by gender (df= 156). 	 141 
Changes in Reported Coping Usage for police Officer from 
22 	Academy Training to Operational Duties. 	 146 
Gender Comparison of Mean Levels of Stress (HSCL-21) 
23 	reported by Police Recruits during Training. 	 147 
Overall Means and Gender Comparisons for Reported Levels 
24 	of Stress amongst Constables Post Academy Training. 	 148 
25 
	Changes in Stress from Baseline to Post-training phases. 	 150 
Relationships between Coping and Stress for Police Recruits 
26 	during Training 	 151 
Relationships between Personality Traits and Reported Coping 
27 	Mechanism Usage and Levels of Stress of Police Academy 
Recruits 	 153 
The Inter-correlations between each facet of stress and coping 
28 	for Constables post Academy training. 	 155 
29 
	The Concepts Examined at each phase of the Project 	 174 
Mean Scores on the Police Daily Uplifts Scale for Constables 
30 	Post Academy Training by Gender. 	 176 
Means and Standard Deviations for Police Constables on the 
31 	Police Daily Hassles Scale Post Academy Training by Gender. 	177 
Relationships between Positive and Negative Work 
32 	Experiences on the PDHUS for Constables Post Academy 
Training. 
Means and Standard Deviations for Constable's perceptions on 
33 	each facet of Organisational Climate. 
Relationships between facets of organisational climate, 
34 	positive and negative work experiences and job satisfaction. 
178  
179  
181 
xiv 
The Relationships between Stress, Coping and Occupational 
35 	Experiences. 	 184 
Summary of Stepwise Regression Analysis Examining 
36 	Individual and Occupational Predictors of Job Satisfaction for 
Police Constables Post Academy Training (N=I06). 	 186 
37 	The Concepts Examined at each phase of the Project. 	 263 
Frequencies of Potentially Traumatising Events experienced 
38 	on-the-job by Police Constables. 	 267 
Frequencies of potentially stressful event experienced by 
39 	police constables in their personal lives in the 12 months 
following graduation. 	 268 
Comparison of Mean Scores on the IES-R and PTGI subscales 
40 
	
	for Police Constables in each Trauma Group by Gender at the 
Follow-up Phase 
Correlations between PTGI and IES-R Scales for all Police 
41 	Constables at the follow-up phase 
Comparison of Associations between scores on the IES-R and 
42 	PTGI by Gender (Males shown on bottom diagonal) 
Correlation Analyses on Relationships between IES-R and 
43 	PTGI for the No-Trauma Group at the Follow-up Phase. 
Correlation Analyses on Relationships between IES-R and 
44 	PTGI for the Trauma Group at the Follow-up Phase. 
Comparisons of Mean Scores on IES-R and PTGI for 
45 	Constables split by trauma experiences over 20 months. 
Means and Standard Deviations for Vicarious and Personal 
46 	PTGI scores in Australian Samples. 
Tests of Within Subjects Effects and Repeated Measures 
47 	Contrasts for Use of Each Specific Coping Strategy across the 
Quantitative Phases of the Study. 	 307 
The Inter-correlations between each facet of Stress and Coping 
48 	for Constables at the Follow-up phase. 	 309 
Results of Within Subjects Comparisons for Changes in 
49 	Uplifts across Study Phases, and Between Subjects 
Comparisons for Differences in Mean Uplifts for each Gender. 	315 
274 
275 
277 
278 
279 
280 
284 
XV 
Relationships between Positive and Negative Work 
50 
	
	Experiences on the PDHUS for Constables Post Academy 
Training. 
Relationships between Facets of Organisational Climate, 
Positive and Negative Work Experiences and Job Satisfaction. 51 
52 
53 
54 
55 
56 
57 
58 
59 
319  
320  
322  
324  
341  
344  
346  
348  
352-353 
358 
The Correlations between Occupational Experiences and 
trauma Constructs 
The Relationships between Stress and Coping and 
Occupational Experiences. 
The operational sub-themes comprising the manifest theme of 
rewards. 
The organisational sub-themes comprising the manifest theme 
of rewards 
The operational sub-themes comprising the manifest theme of 
frustrations. 
The organisational sub-themes comprising the manifest theme 
of frustrations. 
Coping Mechanisms identified by Officers in response to on 
the job events 
Sub-themes of Personal Change identified by Officers as 
occurring as a result of their being a Police Officer. 
xvi 
Assignment of dimensions of police daily hassles and uplifts 
2 	scale to examine organisational and operational work 
experiences. 	 90 
Comparison of personality profiles for Australian police 
recruits and USA adult population norms. 	 135 
Differences in personality profiles by gender for police recruits 	136 
Gender comparison of mean reported usage of specific coping 
strategies for police recruits during academy training (N= 158).. 	140 
6 
	Gender comparisons of reported usage of specific coping strategies 
for police officers during the post-training phase (N= 106). 	 143 
Changes in reported usage of specific coping strategies from 
7 
trainees to operational officers. (N= 106). 	 145 
8 
	Changes in each facet of stress from baseline to post-training 
for all police constables (N= 106). 	 149 
The latent and manifest themes making up the category of 
9 	Reasons for Joining (Why policing?) and their influence on 
officer expectations. 	 202 
The relationship between officer expectations and the socialisation 
process. 	 210 
The latent themes found to affect officer transition experience 
and perceptions. 	 218 
The subthemes identified as comprising officers perceptions of 
public reactions to them as police officers. 	 228 
The manifest themes which make up the category of 
13 	occupational experiences, and the influence of socialisation and 
expectations. 	 236 
3 
4 
5 
Number 
List of Figures 
Title 	 Page 
The organisational health model proposed by Hart and Cooper 
(2001). 	 34 
1 
The manifest themes comprising the category of personal 
14 	change, and the apparent influences of socialisation, 
expectations and occupational experiences 	 245 
Comparison of means and confidence intervals for total PTG 
15 
scores in the follow-up phase by station assignment. 	 271 
xvii 
The changes in reported levels of overall stress for each gender 
across the quantitative phases of the study. 	 297 
Gender comparisons of the changes in each subscale of stress 
across each of the quantitative study phases. 	 298 
Changes in reported levels of stress across the three 
quantitative phases of the study. 	 299 
Comparison of reported usage of specific coping strategies 
across the quantitative phases of the study, separated by gender. 	301 
Mean reported use of each coping strategy for males and females in 
the period encompassing academy training to the end of probation. 	303 
Reported usage of each coping strategy across each phase of the 
study. 	 305 
Gender comparison of the changes in reported level of 
22 	experience of organisational hassles from the post-training to 
follow-up study phase. 	 310 
23 	
Gender comparison of reported changes in the experience of 
operational hassles from the post-training to follow-up phase. 	311 
Comparison of gender differences on each dimension of 
24 	organisational and operational uplifts at the post-training and 
follow-up phases of the study. 	 313 
25 	Changes in scores for organisational climate over time 	 317 
The themes and their interactive effects from the final interview 
26 
with officers. 	 337 
27 
	The process of resolution evident after exposure to a critical 
incident. 	 338 
16 
17 
18 
19 
20 
21 
xviii 
Abstract 
Focus on the negative outcomes of operational trauma in policing has led to the 
predominant conclusion that the profession is highly stressful. However, much of this 
research fails to consider the role of the organisation in facilitating and maintaining 
employee well-being. Furthermore, it is now widely argued that individual factors (e.g., 
personality) have a differential impact on responses to trauma. The major aim of this 
project was to examine the interplay between individual and organisational factors in 
determining positive adjustment outcomes for new police officers. 
To date there is no study which has systematically examined the adjustment of 
police officers during their first encounters with operational policing from both an 
organisational, individual and trauma perspective. Accordingly, the project draws on a 
wide range of literature, with emphasis on a multi-faceted approach drawn from within 
organisational/industrial psychology, stress and trauma research, health psychology, and 
individual differences. In particular, theoretical frameworks regarding organisational 
stress, occupational health, individual differences, and trauma response are drawn upon 
in an attempt to fully explicate the adjustment process in new police officers. 
This study utilised a multi-method longitudinal approach, and followed police 
recruits from training and through their first 2 years of operational duties, a period of 
around 30 months. All new recruits to Tasmania Police in 2004 and 2005 were 
approached to participate. A 100% response rate (N= 161) was achieved for the first 
phase of the project. An overall response rate of 75% was achieved for the quantitative 
(survey-based) phases of the study, and 53% for the qualitative (semi-structured 
interview) phases. 
Changes in officer's stress, job satisfaction, and perceptions of organisational 
climate were charted using a quantitative methodology, and the implications of prior 
1 
traumatic experience/s, personality, and coping in response to occupational experiences 
(both routine and potentially traumatising) were also explored. Further, qualitative 
studies examined changes in officers' perceptions of their role within the organisation, 
and combined results found satisfaction is determined, to a large extent, by the police 
organisational culture. 
Overall, results suggest that prior trauma may actually facilitate officer 
resilience to later work-trauma, and that the police organisation plays a pivotal role in 
determining the well-being of officers. The results also point out the negative 
implications of the police socialisation process, and outlines some of the ways in which 
high levels of camaraderie in this profession can lead to the development and 
facilitation of maladaptive ways of coping with the job, whilst offering protection 
against other mitigating factors such as isolation. The project provides important 
insights into the dynamics of individual adjustment in the police profession during 
officers' first three years of organisational involvement. The implications of these 
findings for the current and future psychological health of these officers, in the context 
of the challenges faced within a policing environment, are explored throughout the 
thesis. 
2 
ADJUSTING TO LIFE 'ON THE BEAT': 
A LONGITUDINAL EXAMINATION OF ADAPTATION TO THE POLICE 
PROFESSION 
Policing has long been considered to be one of the most stressful professions 
which one can be involved in (Sulsky & Smith, 2005) and there are many studies which 
attest to this (see Abdollahi, 2002 for an overview). Words such as stressor, burnout, 
post-traumatic stress disorder, and critical incident stress have become embedded 
within the discourse of the psychological evaluation of stress and well-being amongst 
emergency services employees. Accordingly, much of the evidence of the stressful 
nature of the police profession has relied on examining the experiences officers face 
operationally and their characterisation as exposures to stressful and/or traumatic events 
(e.g., Brown & Campbell, 1994; Davidson & Veno, 1980; Kaufmann & Beehr, 1989; 
Mitchell & Bray, 1990; Miller, 2005; Violanti, 1996). 
There is a proliferation of research on stress within the police profession, and an 
increasing acknowledgement that stress within such a profession manifests as a result of 
organisational stressors and pressures independent of the incidents officers face in an 
operational context (e.g., Abdollahi, 2002, Bartol. 1996, K.J. Burke & Paton, 2006a, 
Hart, Wearing & Heady, 1993, 1995, Kohan & Mazmanian, 2003). Besides the obvious 
physical danger associated with the profession, researchers have identified, for example, 
excessive paperwork, red tape, dealing with the court and justice system, shift work and 
lack of collegial support as influential in the development of occupational stress for 
police (e.g., Beehr, Johnson & Nieva, 1995, Greller, Parsons & Mitchell, 1992; Kohan 
& Mazmanian, 2003; Haarr, 2005; Hart et al. 1993, 1995; Paton & Violanti, 1996; Vila, 
Morrisey, & Kenney, 2002). 
Introduction 	 3 
Public perceptions of the occupational role of police imply that these employees 
are at higher risk of developing stress symptoms than employees in other occupational 
groups. However, such lay perceptions tend to neglect the fact that police officers elect 
to enter the profession, and tend to be motivated to do so to assist people in the very 
situations that lead lay persons to perceive their work as 'stressful'. This has 
implications for the manner in which demanding operational duties (e.g., dealing with 
the aftermath of major accidents) can be rendered coherent (Dunning, 2003) which, in 
turn, provides a foundation for hypothesising about the potential of this work to lead to 
positive outcomes. 
In the same vein, officers enter a profession they see as providing a helping role 
with the expectation that the structure and culture of the organisation would support 
these endeavours (in which case it would contribute to positive outcomes). However, if 
this was not the case, and the police organisation could be categorised as simply another 
bureaucracy, there may be greater potential for the 'organisation' to contribute to 
adverse outcomes. If this line of argument is developed, it implies a need to examine 
both positive and negative outcomes for personnel and to explore the relative 
contributions of operational and organisational experiences to these different outcomes 
in order to gain a full picture of the mechanisms underlying stress and well-being for 
police. 
The aim of this investigation is to examine how individual, organisational, and 
operational factors interact to influence police officer well-being over a period of time 
from recruitment and academy training, through the first 2 years of these officers being 
placed on operational duties. The constructs to be examined range from individual 
coping mechanisms and personality, to the influence of the culture and climate of the 
police organisation on employee well-being, psychological growth, and distress. The 
overarching aim of this investigation is, therefore, to examine both the positive and 
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negative influences on subjective well-being for newly recruited police officers from an 
individual and organisational perspective. 
Chapter one discusses the need for a more holistic approach to the study of stress 
in policing which combines each of these aspects into a single investigation, thereby 
acknowledging the important interactive effects that can occur over time between 
individual, team, and organisational level variables. The strength of this thesis is that it 
takes such an holistic approach and addresses one of the major limitations of prior 
research into police well-being in utilising a longitudinal design. In addition, the thesis 
is unique in it's multi-methodological longitudinal approach in this field. By employing 
both quantitative and qualitative methods at multiple complimentary time points, the 
thesis offers a new, in-depth, and rich insight into adaptation to the police profession. A 
final strength of the current investigation lies in the response rate attained. While this is 
discussed in detail in Chapter 4, a 75% response rate was attained for the quantitative 
phases of study, with 100% participation at the baseline phase. Thus while there was a 
25% attrition rate through the life of the study, the results presented herein represent the 
views of the majority of new officers to Tasmania Police during 2004 and 2005 through 
their first experiences of operational policing. 
The thesis is comprised of four sections, the first encompassing the theoretical 
focus of the investigation, a review of previous literature and the methodology used 
(Chapters 1-4). Section two presents the results of the first two phases of the 
investigation (baseline and post-training) and corresponds to the shift officers make 
from civilian to operational officer. This section encompasses officer's training 
experiences and their initial perceptions of operational policing (Chapters 5-7). Section 
three presents data from the follow-up phases of the investigation and explores the 
changes in multiple constructs as officers moved through their probationary period, and 
first two years of operational policing (Chapters 8-10). The final section presents a 
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summary of the major findings and a discussion of the strengths and limitations of the 
overall investigation, as well as the implications of the research (Chapter 11). 
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SECTION ONE 
FRAMING THE INVESTIGATION 
This section of the thesis examines the theoretical and methodological 
underpinnings of the current investigation and is comprised of Chapters Ito 4. Chapter 
I examines the conceptualisation of stress both generally, and in a policing context, and 
presents the argument that a multi-faceted approach is required in order to understand 
stress in such a profession. The notion that policing is a stressful profession by virtue of 
officers being involved in adverse events is explored, and the ways in which individuals 
respond to stressful and traumatic events is also considered. Finally, the chapter argues 
that in order to understand stress and well-being in policing, it is necessary to employ a 
framework underpinned by the salutogenic paradigm and investigate both the positive 
and negative aspects of police experiences. 
Chapters Two and Three move away from the broader theoretical focus of 
chapter one and present an overview of the constructs arguably required to be examined 
in order to gain a broader understanding of adjustment to the police profession. Chapter 
Two begins by examining adjustment to a new work role and then moves to a 
discussion of the individual factors implicated in stress development, with a specific 
focus on personality. Chapter Three broadens this focus to the team and organisational 
aspects implicated in adjustment, and argues that concepts such as organisational 
climate and daily experiences are necessary inclusions in examining police officer well-
being. 
Chapter Four begins with a brief insight into the selection and training 
procedures employed by Tasmania Police and then presents the methodology section for 
the overall investigation. This section includes a discussion on the utility, value and 
validity and using a multi-method approach in the current investigation. 
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CHAPTER ONE 
CONCEPTUALISING POLICE OFFICER WELL-BEING 
1.1 Stress and Well-being in Policing 
Studies which have focussed on the organisational determinants of stress and 
wellbeing in the protective services do not negate the fact that the prevalence rate for 
the development of PTSD in police officers is somewhere between 7% and 20% (e.g., 
Carlier, Lamberts & Gersons, 2000, Carlier, Lamberts, Gersons & Berthold, 1997, 
Hodgins, Creamer & Bell, 2001). Acknowledgement of this is necessary in order to 
understand the processes of resilience and vulnerability in the police service, and other 
emergency service occupations. That is, to appreciate all the factors that can influence 
distress and well-being within the protective services, it must be acknowledged that 
some officers are at more risk of developing adverse outcomes than others. However, 
most research which has focussed solely on examining traumatic stress and post-trauma 
symptomatology within these types of occupations have, generally, neglected to 
thoroughly examine other sources which may contribute to the development of 
psychological distress. 
Fundamental to much of the research conducted on stress in these occupational 
groups is the assumption that exposure to the traumatic and volatile situations faced by 
these employees is inherently stressful for all personnel. As a consequence, much prior 
research has not recognised that, for some individuals, exposure to trauma and adversity 
can act as a catalyst for positive individual growth (Dunning, 2003, Howard, Tuffin & 
Stephens, 2000, Pennebaker, 2000, Tedeschi & Calhoun, 1996). Thus, stress and 
trauma exposure, while negative events, do not ultimately lead to negative outcomes, 
and this highlights the importance of identifying and examining the vulnerability, 
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protective, and adaptational factors for employees in these stereotypically high-risk 
occupations, in order to provide a more accurate picture of their occupational 
experiences. 
As a discipline, psychology is increasingly recognising the need to examine 
positive outcomes rather than focussing solely on its contemporary aims of effectively 
classifying and treating human mental illness (Antonovsky, 1990). Traditionally, 
psychology has been embedded within this pathogenic paradigm which has, until 
relatively recently, dictated the conduct of the majority of research into stress and 
trauma. In response to psychology's traditional focus on negativity, known as 
pathogenesis, Anton Antonovsky described a new disciplinary concept he termed 
salutogenesis, the aim of which was to focus on the positive outcomes, not only of stress 
and trauma, but to facilitate research into positive human experience - the polar opposite 
of pathogenesis. 
Within the salutogenic paradigm, lies positive psychology, which attempts to 
integrate the positive and negative aspects of subjective human experience into a 
coherent framework. Under the edifice provided by positive psychology, key research 
examining the mechanisms of resilience and vulnerability has been conducted, and 
provided much insight into human adaptational processes. Positive psychology and 
salutogenesis have adopted the term post-traumatic growth (e.g., Tedeschi & Calhoun, 
1996) to explain some of the adaptational outcomes exhibited by individuals exposed to 
traumatic situations. In this way the field acknowledges that adverse experience can 
and does, lead to positive adaptational outcomes for some individuals. There is 
therefore a need to articulate the mechanisms that lead to adverse or loss outcomes and 
those that lead to positive or growth outcomes. Furthermore, while many studies have 
examined the risk factors for traumatic stress in emergency workers subsequent to a 
specific large scale incident, very few have approached the question of vulnerability and 
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resilience from the perspective of routine day to day incidents (Hodgins, Creamer & 
Bell, 2001). In fact, these can not be viewed in isolation, as the consequences of routine 
work will spill over into critical incident management work. 
Drawing a distinction between these paradigms is also important in other 
respects. The pathogenic paradigm classifies the experience of positivity and negativity 
on a continuum and, theoretically, this argues that positive and negative emotion cannot 
co-occur. The work of Hart and colleagues (1993, 1995, 1996, 1999, 2001) calls this 
assumption into question; it illustrates that people can potentially experience positive 
and negative states simultaneously, that is, that positive and negative outcomes can co-
exist. In fact, Hart (1999) and Hart, Wearing and Heady (1995) found that positive and 
negative occupational experiences made independent contributions to employee well 
being for both teachers and police officers. 
Acknowledging the roles played by both positive and negative experience is 
particularly important when considering the daily experiences of emergency service and 
law enforcement personnel. Despite the high level of adverse exposure inherent in 
emergency services occupations being indicative of the potential for the development of 
psychopathology, it has been argued that people employed in such fields, involving 
regular exposure to traumatic events know the nature of this exposure prior to becoming 
operational, and expect it to occur (Gist & Woodall, 2000, Hart, Wearing & Heady, 
1995, Pennebaker, 2000). That is, adverse exposure is expected, routine and seen as an 
inevitable part of the job. This is particularly salient when considering the context in 
which exposure occurs. An important motivational factor for employees joining and 
working in these occupations is that their jobs enable them to help people (Haarr, 2005). 
Thus, when 'on the job' the focus of personnel is on what assistance they can provide, 
rather than on the traumatic nature of the situations that they face (Gist & Woodall, 
2000, Pennebaker, 2000). This does not however, inoculate these employees from the 
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effects of sudden adverse experiences which are outside their expectations. It also does 
not mean that operational experience represents the only source of stress these personnel 
are exposed to. 
Police officers face an occupational reality characterised by repetitive exposure 
to traumatic and other adverse work experiences over the course of their professional 
career. In addition, the impact of organisational stressors on employee well-being is 
commonly identified as contributing to occupational stress for police officers (see 
Abdollahi, 2002 for comprehensive list). However, these are generally cited as possible 
peripheral factors, and are not examined systematically as a contributor to psychological 
distress and well-being within the investigative framework. The existence of potential 
stressors generated by the organisational characteristics of law enforcement and 
emergency services agencies warrants a closer examination of these processes and their 
impact. Studies which have undertaken this task of focussing on the organisational 
determinants of stress and well-being have consistently found that organisational 
processes are just as, if not more important in determining employee well-being than 
those characteristics specific to the job itself (K.J. Burke & Paton, 2006b, Gist & 
Woodall, 2000, Hart, 1999, Hart, Wearing & Heady, 1995, Hodgins, Creamer & Bell, 
2001, Wearing & Hart, 1996). 
1.2 The Profession of Policing in Australia. 
Policing is increasingly moving away from its place as a professional crime 
fighting career to a more corporate body (Fielding, 2000; Watson, 2006). As a 
consequence, modern policing resembles a business more than a public service agency. 
The degree and nature of the changes within protective service professions has seen an 
increased focus on quality of service and performance accountability similar to that seen 
in public service professions (Noblet, Teo, McWilliams, Rodwell, 2005). According to 
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Noblet et al. the changes that have come with the adoption of new managerial practice 
have resulted in work intensification for public sector employees. This is potentially 
problematic, as work intensity has been implicated as significantly influential in 
determining job satisfaction (Butler & Erlich, 1990). In this respect, it is becoming 
increasingly important for supervisors and managers within the upper rungs of the 
police hierarchy to understand the needs of officers who are on the ground. In 
particular, services need to ensure that the guidelines and procedures dictated and 
enforced by management, match the needs and experiences of officers in an operational 
capacity. 
The face of policing in Australia has changed, particularly during the last 
decade. As the complexity of the problems faced by society increases, so to does the 
complexity of policing (Silva, 2005). There is now much greater scrutiny of police 
officers, particularly since the Fitzgerald Inquiry in Qld in the late 1980's, and the 
Wood Royal commission into policing in NSW in the 1990's. With this increased 
scrutiny has come a demand for greater officer accountability. In addition, 
technological changes have added another dimension to the skills required to 
successfully perform police duties. These changes in the job are reflected in the nature 
of today's police recruits who are generally older, computer literate and increasingly, 
university graduates (Cowper, 2000; Silva, 2005; Watson, 2006). In fact, police recruits 
are now looked upon much more highly if they have completed some form of higher 
education, and are highly sought after for the job (M. Ryan, personal communication, 
2004). This reflects a substantial change from the previous desirable qualities of police 
officers, who used to be selected on the basis of whether they had completed year 10, 
and if they met height and physical requirements. 
Despite these changes, police organisations still operate in the same way; within 
a ranked hierarchical structure and with employees who can be readily identified by 
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their uniform and accoutrements (Fielding, 2000). This structure, combined with the 
visible cues, mirrors, to a certain extent, that of the military and is designed, largely, to 
clearly set police officers apart from civilians and to signal their obvious membership to 
an organisation which wields the immediate force of government (Cowper, 2000). 
Officers are expected to act with strict uniformity, have respect for the chain of 
command, and to maintain a sharp professional appearance. 
According to the traditional model of policing, the organisation works from a 
strict, top down command and control model, and this is seen as being essential to 
suppress crime and to control armed police officers. Cowper (2000) argues that this 
approach is patterned after military style organisation and discipline, and often, the 
police are referred to as a paramilitary organisation in recognition of this. However, the 
paramilitary model is heavily criticised as being excessively rigid, autocratic, secretive, 
intellectually and creatively constraining and "highly resistant to any initiative that 
would allow employee participation in the operational decision making process of the 
organisation" (Cowper, p. 229). Furthermore, Weber (1999) argues that this model 
fosters aggressive and confrontational behaviour by police officers towards the public 
because it is overtly constraining and bureaucratically managed. 
Although it is not clear whether police work is inherently more demanding than 
other professions (Schaufeli & Enzmann, 1998), policing has traditionally, and perhaps 
unfairly, been seen as an extremely stressful profession, and is held to place its 
employees at a high risk for the development of stress related psychopathologies. 
However, there is a growing body of evidence which firstly, debunks the notion that 
police officers operate at heightened levels of stress and that this is detrimental to their 
well-being, and secondly, questions the notion that the occupation inevitably 
predisposes officers to the development of adverse stress reactions and/or 
psychopathologies. 
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1.3 Conceptualising Police Stress and Well-being 
1.3.1 Stress in Policing. 
Stress in policing first began to be widely systematically examined in the 1980s, 
consequently, many of the stress intervention strategies spawned during this period, 
were driven by the apparent 'stress epidemic' which swept the western world (i.e. 
Europe, Australia and the US) in the 1980s (Sulsky & Smith, 2005). While this 
epidemic was not specific to a particular occupational group, the spotlight was placed 
upon employees of emergency and protective service professions under the assumption 
that the volatile nature of their work made them inevitably more likely to experience 
and succumb to stress. These stress interventions, particularly in protective service 
professions have tended to locate the experience of stress at the individual level, that is, 
they have relied on attempts to change the ways in which individuals respond to the 
chronic stressor (Murphy, 1998). However, such approaches have been criticised for 
being reactive, and therefore lacking the capacity to provide or produce a sustained, 
long-term solution to the experience of stress in the workplace (Gist & Woodall, 1997; 
Kompier, Cooper & Guerts, 2000; Van der Klink, Blonk, Schene, & Van Dijk, 2001). 
Accordingly, there has been a shift away from focus on strategies targeting individual 
reactivity, to targeting and changing the stressors that emanate from, or are influenced 
by the workplace. 
Policing is often described as a unique profession, and it cannot be disputed that 
police officers face dangerous, volatile and unpleasant situations by virtue of their 
occupation. Police officers face an occupational reality characterised by repetitive 
exposure to potential trauma and adversity through the course of their professional 
career. Therefore, policing exposes officers to events and situations on a daily basis that 
are very different from those faced by the average person in their chosen occupation 
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(e.g., Carlier, Lamberts, Van Uchelen, & Gersons, 1998;Hart, et al. 1995; Gist & 
Woodall, 2000). In fact, the type and intensity of stress experienced by police is 
proposed to greatly surpass anything the lay person has to deal with in everyday life 
(Miller, 1995), and this repetitive exposure continues through the course of their 
professional careers. However, the uniqueness of policing comes from more than just 
exposure to adverse situations in the course of operational duties. 
Firstly, police officers join the profession with an expectation that they will 
experience high risk/challenging events through the course of their employ (e.g., Haarr, 
2005). Secondly, police officers face rigorous selection procedures prior to undertaking 
recruit training. These selection processes are designed to ensure that officers have the 
psychological potential to effectively cope with adverse/challenging events, which they 
are subsequently trained to deal with within the police role context (Brown & Campbell, 
1994; Goldfarb & Aumiller, 2004). Thirdly, and related to the preceding point, police 
experience these events within a context of a job that they have been trained to do. This 
means that adverse events experienced within this context may not necessarily be 
perceived in the same way as they would be if experienced outside of this policing role. 
Finally, modem policing takes place within a bureaucratic context within which, just 
like any other business, emphasis is placed on efficiency and productivity (Fielding, 
2000; Noblet et al. 2005). However, these aims are arguably inconsistent with the 
notion of 'to protect and serve' central to the operational context of policing, and are 
confounded with artefacts of the military model of policing. 
The unique aspects of policing raise questions about the applicability of 
traditional assumptions of stress and trauma theories to this population. Given the 
expectation of exposure to adverse events, specialist selection and training, and the 
context within which police officers experience these events, traditional approaches to 
stress and trauma may not appropriately reflect the complexity of adverse events for 
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police officers. Furthermore, application of these traditional approaches may in fact 
overestimate the susceptibility of police officers to the development of stress related 
psychopathologies (Gist & Woodall, 2000; North et al. 2005, Pennebaker, 2000). 
In addition to questions about the applicability of traditional models of stress 
and trauma in policing, the last decade in particular has seen increasing presentation of 
evidence suggesting that the role played by the organisation in employee well-being has 
been somewhat overlooked within emergency and protective service professions. This 
is particularly important given the move to a more bureaucratic, business-like model 
within police administration, and a move away from conventional law enforcement 
models of policing (see Cowper, 1998; Fielding, 2000). 
The context in which an individual works makes an extremely salient 
contribution to their experiences of stress and the feelings satisfaction they derive from 
their work (Roberts & Hogan, 2002). This contention has only recently been 
systematically explored by protective service researchers and it is now held that sources 
of stress for protective service employees are just as likely to be embedded within the 
contextual features of the service organisation as in the incidents officers are exposed to 
in the course of their operational duties (Paton, 2006). Furthermore, it is argued that 
involvement in the very situations traditionally and stereotypically seen as stressful 
within the profession (i.e., adverse event/critical incident exposure), are in fact one of 
the aspects of the job that provide officers' with a high degree of satisfaction (e.g., Hart 
et al. 1995; Haarr, 2005). Thus, in order to examine the determinants of occupational 
stress and satisfaction within police, it is necessary to examine the stressors comprised 
from both operational and organisational sources, and to move away from traditional 
notions of stress and trauma. 
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The uniqueness of the police role, coupled with the bureaucratic movement 
within administration, implies a need to look from multiple perspectives in order to gain 
a complete and accurate understanding of the police role, and the sources of stress and 
satisfaction officers derive from their work. In accordance, the aim of this thesis is to 
examine the individual and organisational factors that contribute to positive and 
adaptive outcomes for new police officers. The thesis examines police officer stress and 
well-being in the context of a model of organisational health which combines individual 
and organisational level variables, and moves away from traditional conceptualisations 
of stress and trauma. Furthermore, the main focus of the thesis is on the mechanisms of 
resilience and adaptation within the police profession and the factors which lead to these 
positive outcomes, alongside an examination of factors which may lead to officer 
vulnerability. In this sense, the study combines both positive and negative dimensions 
of individual and organisational experiences within the police profession, all of which 
are necessary to fully understand and explain the process of adjustment for a new police 
officer from a salutogenic perspective. 
1.3.2 Conceptualising "Stress" 
In order to understand stress in policing, it is necessary to consider what stress 
is, the ways in which it is defined, both within and outside of the law enforcement 
context, and to consider the different ways people respond to adverse experiences. This 
section considers a number of definitions that have been utilised to explain stress 
reactions, each considering different aspects of the cumulative impact of working and 
living in stressful environments. The discussion then moves to a review of theories of 
response in acute events, after which occupational stress is discussed in the context of a 
framework for promoting organisational health. Finally, it is argued that in order for the 
stress process to be clearly understood, stress studies must move away from reliance on 
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a deprivation model and acknowledge the potential for adverse experiences to result in 
positive outcomes. 
There are three common approaches used to define the concept of stress, each of 
which take a differing perspective on the processes involved in an individual 
manifesting a problematic level. The first focuses on stress as a stimulus variable, while 
the second defines the construct as an outcome of a specific process. The third 
approach sees stress as an interactive variable, where stress is transactional and the 
emphasis is placed on an individual's perception of the level of threat posed by the 
situation in which they find themselves (Lazarus & Folkman, 1984), and this is 
currently the accepted definition. This thesis emphasises stress as a transaction that 
takes place between the individual and their environment. The transactional approach 
to stress is particularly useful in the context of the present study as it allows an 
examination and acknowledgement of the intricate interactions between an individual in 
the context of their workplace. Furthermore, it acknowledges that stress is a multi-
faceted concept which occurs in a temporal and dynamic manner and which is 
influenced by a multitude of contributory factors (Cotton, 1996, Cox, 1978; Lazarus & 
Folkman, 1984). 
1.3.2.1 Stress as a Transaction. The transactional approach to stress emphasises 
that stress is an interactive variable, and allows for individual differences in response to 
potentially stressful situations (e.g., DeLongis, Folkman & Lazarus, 1988, Lazarus & 
Folkman, 1984). It argues that situations are not implicitly stressful, but become 
stressful or distressing only when individuals believe they cannot cope with the 
demands of their environment. In this way, a situation is seen as somehow threatening 
to an individual's level of well-being. In this sense, stress is seen as an interaction 
between the individual and their environment, and as a transactional construct in that it 
links features of the human environment with individual reactions to those 
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environmental features rather than offering explanations that rely solely on one or the 
other. This approach offers the possibility that individuals can develop a capacity to 
deal with stress by altering their perceptions or appraisals of certain events, and learning 
appropriate coping and response mechanisms. 
The idea that stress can be conceptualised in terms of the threat it produces for 
each individual is useful in considering the stress that may or may not be experienced 
by police officers. The approach acknowledges that no two people will necessarily 
respond to the same event in the same way, as can be implied by stimulus-response 
theories, nor does it assume that the same individual will respond to similar events in a 
predictable pattern. That is, this approach also acknowledges that prior dealings with a 
similar or identical situation or stressor may influence future attempts to effectively 
cope with stress. In this way, stress seen as a transaction begins to elucidate why some 
police officers are able to effectively cope with their work environment, while others 
experience heightened levels of stress and/or burnout. Similarly, it offers some 
explanation as to why some officers develop psychopathologies such as Acute Stress 
Disorder and PTSD whilst others do not. 
1.3.2.2 Dynamic equilibrium theory. A number of theories have arisen out of 
the transactional approach to stress, one of which is the dynamic equilibrium model 
proposed by Hart and colleagues (Hart, Wearing & Heady, 1993, 1995, Heady & 
Wearing, 1989). This approach is heavily influenced by cognitive relational theory, but 
argues that stress goes beyond the appraisal process, and is more complicated than 
simply a transaction between the individual and their environment. Rather, proponents 
of the dynamic equilibrium model maintain that stress results from a complex 
interaction between a number of individual and ecological variables including 
personality, environmental characteristics, coping processes, and previous life 
experiences (e.g., Hart, 1994; Heady & Wearing, 1989). According to these theorists, 
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stress occurs when a state of imbalance or disequilibrium manifests within the network 
of variables relating people to their environment. As such, stress is not located in any 
one variable alone, and only occurs when disequilibrium brings about a change in 
normal levels of psychological well-being. According to Hart & Cooper (2001), this 
results in the situation being perceived as either potentially threatening, potentially 
harmful or potentially challenging to the individual, consistent with the cognitive 
relational approach, and this perception is likely to drive their attempts to cope with and 
resolve the situation, returning to a state of equilibrium. 
The issue of disequilibrium is particularly important in the present context. 
Pathological models perceive stress from disequilibrium as a state of loss or deficit 
however; disequilibrium does not automatically represent a stimulus for negative 
change to one's level of psychological well-being (Hart et al. 1995; George, 1996). 
Rather disequilibrium can represent a point at which an individual's lifelong 
assumptions are questioned (e.g., Tedeschi & Calhoun, 2003, Janoff-Bulman, 1999; 
Antonovsky, 1990; Paton, et al. 2003a; Violanti, et al. 2000). Importantly, dynamic 
equilibrium theory identifies that factors such as personality, coping and past 
experiences may have an impact on the degree of disequilibrium encountered and 
introduces the possibility that responses to stress can be influenced to some extent by 
personal and organisational strategies. In this way the event that triggers the 
disequilibrium can act as a catalyst for resilience and growth, as an opportunity for the 
individual to adapt and change their future way of responding. Therefore, the dynamic 
equilibrium approach presents important implications for the way in which occupational 
stress is viewed. 
Alongside the experience of stress in policing, there is a large body of literature 
examining post-traumatic responses in police officers and other emergency service 
professionals. This literature is predicated on the notion that officers in such 
Chapter 1 	 20 
professions are exposed to multiple adverse events in the course of their work. In order 
to fully understand stress within the police profession, it is also necessary to consider 
the concept of traumatic stress in the workplace, and to understand theory about the 
ways in which humans respond to adversity. 
1.3.3 Traumatic Stress. 
Two main theories of human response to horrific and life threatening events 
arose from early trauma literature. For example, Freud introduced the concept of 
'anxiety neurosis' or 'hysteria' in which an horrific psychological event leads to long-
lasting physical consequences, and this represents the first way of conceptualising 
response to trauma. The second concept suggests that the impact of physical forces on 
the central nervous system experienced during a traumatic event results in a temporary 
neurological deficit which in turn leads to physical symptoms (Turnbull, 1998). In 
accordance with such conceptualisations, trauma response, according to the current 
DSM-IV-TR, is neurophysiological and results in a heightened flight or fight response 
pattern which is biologically altered in individuals with posttraumatic stress (APA, 
2000). This results in an enhanced startle response which does not habituate alterations 
in the hypothalamus, increased amygdala activation, and decreased cortisol levels. 
Further symptoms are autonomic hyperarousal, disorganisation in trauma memory, and 
spontaneous flashbacks (Van der Kolk, 1997; Yehuda, 1998; 2002). 
Individuals are expected to react in some way to traumatic events, and these 
initial reactions tend to be viewed as normal. The problem becomes apparent when an 
individual continues to display symptoms of psychological and physical distress for a 
period of more than 6 months after an event (APA, 2000). There tends to only be a 
small percentage of people who do continue to react and thus it is important to 
distinguish the difference between experiencing stress in response to an event and 
continuing distress after its occurrence. This experience of continued distress is 
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contingent in the diagnosis of PTSD. Given this acknowledgement, traumatic events 
may be more appropriately called potentially traumatising events, as evidence suggests 
that most people are resilient and able to adapt and/or cope following a traumatising 
event (e.g., Hodgins, Creamer & Bell, 2001, McCammon, 1996). This highlights the 
notion of disequilibrium acting as a catalyst for individual change that can result in 
positive and adaptive outcomes. 
A cluster of personal attributes, including mastery, control, flexibility and 
optimism haven been implicated in the ability to contain the disruption caused by 
trauma (i.e., return to a state of equilibrium) (e.g., Costa & McCrae, 2003, Kaczamarek 
& Packer, 1997, Shakespeare-Finch et al. 2003, Spector, 1982). This understanding of 
trauma is implicitly cognitive, and implies that for an event to be truly traumatic it must 
violate the assumptions that individuals hold about the world. Janoff-Bulman (1989) 
coined this violation one of shattered assumptions and argued that as a result of the 
disparity between one's beliefs and the event that had occurred; the normal adaptive 
mechanisms the individual would typically use fail to be activated. Thus, the cognitive 
consequences of exposure to a traumatic experience reflect the degree to which the 
individual's existing schemas are unable to render atypical and challenging events as 
meaningful. In this context, shattered assumptions do not automatically imply a deficit 
outcome. Janoff-Bulman argued that sensory images of the traumatic event are stored 
in active memory, where they are repeatedly experienced, and she outlined three ways 
to cope with traumatic imagery; 
1. Failing to be sensitive to the discrepant information 
2. Interpreting the meaning of the information in a way consistent with current 
beliefs 
3. Altering existing beliefs to match the experiences 
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Those individuals who are able to maintain a sense of control and optimism 
regarding the outcome of the event are therefore expected to fare much better as they 
are able to alter or rectify their existing schematic perceptions in much more positive 
ways. The notion of posttraumatic growth, which is discussed later in this chapter, 
highlights that fact that many people report positive outcomes and changes as a result of 
their experience of highly stressful and traumatic events that have initiated implicit 
schematic changes. 
Traumatic responses have also been observed in individuals who were not directly 
involved in a potentially traumatising event. This type of trauma is known as secondary 
or vicarious trauma, and it is this type of trauma that is most commonly implicated as 
problematic for emergency responders. 
1.3.3.2 Vicarious Trauma. Vicarious trauma is most commonly identified 
amongst emergency and protective services workers, whose job involves immediate and 
direct contact with victims/survivors, but no involvement in the actual event. The 
acknowledgement of the potential for vicarious responses to trauma saw the focus of 
trauma research broadened from considering those who were direct survivors of a 
trauma, to those who were at the scene attempting to help (e.g., Figley, 1995; 1999). 
There are a number of terms used to describe this type of trauma and these terms are 
often used interchangeably, for example, compassion fatigue, secondary traumatic 
stress, critical incident stress, vicarious traumatisation. However, they are subtly 
different constructs and depend on the context and role of the individual experiencing 
the event. 
Regehr & Bober (2005) define secondary or vicarious trauma as the 
overwhelming emotions, thoughts and reactions of individuals who, through their work, 
relate empathetically to traumatic events and survivors. However, depending on the 
context in which secondary traumatisation is being described, there are subtly different 
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meanings which tend to be based upon the individual's involvement, their relationship 
to the victim/s and the professional/personal role played in the event. For example, the 
notion of secondary trauma can equally be applied to a bystander witnessing an event as 
it can to a police officer who arrives on the scene post-event, but deals directly with the 
aftermath. When officers' experience vicarious trauma while acting in their 
professional role, it is argued that there is a transformation of the officer's inner view as 
a result of their direct empathic engagement with a traumatised person. This experience 
can result in symptoms such as loss of hope, pervasive pessimism and cynicism, and is 
often implicated in the experience of burnout. Figley described the development of 
these symptoms in the context of compassion fatigue, the result of caring for 
traumatised individuals over an extended period of time. 
The experience of trauma responses, including secondary traumatisation and 
compassion fatigue, in police officers is most often associated with their involvement in 
events known as critical incidents; accordingly, Critical Incident Stress theory applies 
directly to on the job incidents. A critical incident is defined as 'a stressor event which 
appears to cause, or be most associated with, a crisis response, an event which 
overwhelms a person's usual coping mechanisms' (Mitchell & Everly, 2001, p.3). 
Critical incident stress is the stress reaction a person or a group has to a critical incident. 
However, what is often forgotten in the application of critical incident stress theory is 
that, drawing on the transactional approach to stress and dynamic equilibrium theory, 
individuals only experience stress in response to events or stimuli that are appraised as 
challenging, threatening or aversive. Furthermore, the specific way an event is 
appraised has a strong influence on the resolution of that event for the individual. Thus, 
if involvement in a critical incident is appraised as a challenge, and the individual 
possesses the necessary mechanisms to deal with the event effectively and can mobilise 
these resources, the event is less likely have a long-term detrimental impact. 
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Furthermore, if the individual feels a heightened level or arousal/distress in response to 
the incident, and this distress is ongoing, negative and/or psychopathological outcomes 
are not inevitable. 
The previous discussion of trauma response has introduced the notion that 
individuals who experience a traumatic event can derive positive consequences from 
such experiences. Similarly, in the context of stress, it has been recognised that a 
certain level of arousal is not only advantageous but necessary for effective performance 
(e.g., Eustress). It is not surprising then that there is a growing body of literature 
focussing on the positive outcomes of stress and trauma exposure. 
1.3.4 Positive Outcomes of Stress and Trauma 
Until recently, researchers in psychology have largely overlooked the possibility 
of positive consequences following traumatic event exposure. While the focus of stress 
research in policing, and indeed stress research in general, has been on the negative 
implications and outcomes of stress, it has been acknowledged that certain levels of 
stress can have positive benefits for the individual. Early theorists describe the concepts 
of "Distress" (bad or undesirable stress) and "Eustress" (good stress) (Yerkes-Dodson, 
1908). The basic assertion is that too much arousal or stress can be detrimental, 
however, a certain level of stress arousal is required for achieving at a certain level. 
Further, it has been argued that stress can be harnessed and used for positive outcomes 
(e.g.„ theories of cognitive workload). Yet, this acknowledgement of the positive 
potential of stress has only recently begun to be translated into literature regarding stress 
encounters at work for emergency service and law enforcement officers, and indeed 
within general occupational stress frameworks (e.g., Brough, 2003, Carlier et al. 2000; 
Carver & Antoni, 2004; Stephens, Long, & Flett, 1999; Thompson & Solomon, 1991; 
Violanti & Paton, 1999). 
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1.3.4.IPost-traumatic Growth. The notion of Posttraumatic Growth (PTG) has 
only begun to be systematically researched in the last 2 decades. However, as early as 
1954 Maslow identified the possibility of growth from encounters with loss, similarly, 
Caplan (1964) and Frank! (1963) are seen as pioneers in the field, and the notion that 
one can grow out of adversity is implicit in the beliefs underlying many of the world's 
religions. Calhoun & Tedeschi (1998, 2004) use the metaphor of major adverse 
experiences being psychological earthquakes that shake the foundations of the schemas 
upon which individuals have built their lives. They argue that these foundations then 
need to be rebuilt in a way that provides resistance to future earthquakes. 
This metaphor is similar to the 'shattered assumptions' described by Janoff-
Bullman (1989), who argued that major adverse events shatter individual's assumptions 
about the world, and that these then need to be reformed in order to account for the 
adverse event and potential future adverse encounters. Janoff-Bullman further argued 
that growth following a traumatic or stressful event can result in a form of 
'psychological preparedness', and that this allows trauma survivors to confront major 
stress events in the future with less anxiety. Furthermore, the notion of PTG is 
compatible with the notion that stress occurs as a result of a transaction between the 
individual and the environment, and acknowledges that individuals can learn how to 
more effectively cope with potentially stressful events by appraising them as challenges 
rather than as threats. The ability to transfer this challenge appraisal to subsequent 
events is known as resilience. 
1.3.4.2 Post-traumatic Growth in Police. The fact that research over the last 
decade has indicated the potential for positive outcomes to result from negative events 
has particular importance in a policing context. Policing is an occupation which 
implicitly involves exposure to stressful and traumatising events, and while there is a lot 
of research which highlights the stressful nature of the police profession, little of this 
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research can claim to have looked for any positive consequences in their assessments. 
Those that have looked for benefits, tend to have found them. Paton (1996) argued that 
officers exposed to adverse events in the course of the operational employ could 
experience positive outcomes such as stronger emotional bonds with significant others, 
an increased sense of professionalism and a heightened awareness to live life to the full. 
Similarly, McDowell (1998) indicated that officers reported high levels of personal 
satisfaction; feeling good about the job and gains in confidence following their 
involvement in disturbing work-related events. 
Similarly, while there is a dearth of research, those studies that have looked for 
positive outcomes in similar organisational contexts tend to have been able to identify 
positive benefits from work-related stress and trauma experiences. Shakespeare-Finch, 
Smith, Gow, Embleton & Baird (2003) reported the experience of PTG in ambulance 
officers after exposure to a traumatic operational event. Raphael (2005) outlined the 
positive outcomes reported by Fire-fighters in the course of their employ, and Aldwin, 
Levenson & Spiro (1994) have reported positive outcomes for military veterans 
following combat exposure. The defining feature of these studies is that they openly set 
out to examine and acknowledge positive outcomes from exposure to adversity. 
Emergency and protective service professionals are not the only individual's 
who experience traumatic events, and certainly are not the only population to 
experience positive benefits from adversity. Positive change following trauma has been 
found in many diverse populations such as cancer survivors (Collins et al. 1990; Ho, 
Chan & Ho, 2004, Morris et al. 2006); victims of disaster events (Joseph, Williams & 
Yule, 1993), heart attack (Affleck, Tennen, Croog & Levine, 1987), and even amongst 
college students (Armeli, Gunthert & Cohen, 2001). Positive outcomes do not negate 
that traumatic experiences can result in negative outcomes, only that positive outcomes 
also deserve acknowledgment. A focus on positive outcomes may provide valuable 
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insights into the coping strategies of those individuals able to successfully resolve their 
traumatic involvement. In a similar vein, the identification of police officers who do not 
develop clinical levels of stress, and those who experience positive and growth 
outcomes as a result of their occupational experiences, may also help in the 
development of new strategies for the prevention of stress in the police, and in other 
emergency service professions. 
To date this chapter has discussed theories of individual reaction to adverse 
experiences which can be experienced within a variety of contexts. However, there is a 
body of literature which acknowledges that specific types of stress occur within 
emergency/protective work environments (e.g., secondary traumatisation and 
compassion fatigue), and it is necessary to understand these approaches when dealing 
with the stress experienced by police officers. Theories of occupational stress are 
different from individual theories of human responses to adversity as they are located 
specifically within the context of one's job. 
1.4 From Occupational Stress to Occupational Health 
Occupational stress is defined as the harmful physical and emotional responses 
that occur when the requirements of the job do not match the capabilities, resources, 
needs or expectations of the worker (Regehr & Bober, 2005, Stevens, 2005). As such, it 
reflects an incompatibility between the individual and the environment within which 
they work. However, when discussing work stress, particularly in the context of 
professions which involve a degree of exposure to negative events, it is important that 
work does not become viewed as a psychologically dangerous activity. Work is not 
necessarily inherently stressful. In fact, the intrinsic value of work to health and life 
satisfaction is well recognised (e.g., Probert, 1990). Early psychologists, Freud and 
Adler for example, argued that engagement in work was an integral aspect of human 
existence. Motivational theorists such as Maslow (1968) argued that work provided a 
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means for the fulfilment of basic needs (e.g., food, shelter), as well as acting as a 
mechanism for fulfilling higher level needs (e.g., meaning and social engagement). 
Similarly, Erikson (1950) identified work as salient to the development of an 
individual's sense of self. The centrality of work in identity formation has received 
some empirical support (e.g., Winefield et al. 1993) and certainly many researchers 
implicate work as the medium by which people identify themselves in society (e.g., 
Barling, 1990; Feather, 1990; Symanski, Ryan, Merz, Trevino & Johnston-Rodriguez, 
1996). Hence, work plays a major role in an individual's life and provides many 
positive experiences and outcomes. However, the centrality of it to life and 
maintenance of an acceptable standard of living means is can also be a substantial 
source of stress. 
The concept of occupational or work stress has been extensively studied within 
industrial and organisational psychology, and there are a number of widely accepted 
models of stress in this context (e.g., Job Strain Model, Effort-reward imbalance, Social 
role theory). Further, as discussed, there is an emerging pattern in literature examining 
stressful and traumatising experiences which identifies the positive aspects and 
Outcomes of involvement in adverse experiences (e.g., Ho, Chan 8c Ho, 2004, 
Shakespeare-Finch et al. 2003, Tedeschi & Calhoun, 2004). Hart & Cooper (2001) 
argue that there has been a theoretical emphasis placed on strain that does not 
adequately account for that fact that individual's responses to their environment include 
both positive and negative dimensions. They further contend that there is a need to 
examine stress from multiple sources within the organisation, and include consideration 
of the positive experiences and outcomes within the occupational setting. They argue 
there is a need to move towards models of organisational 'health'. 
The concept of occupational or organisational health differs from traditional 
approaches to occupational stress, in that it emphasises the need to focus on employee 
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well-being, and the organisation's 'bottom line' simultaneously. Hart & Cooper (2001) 
argue that it is necessary to reconcile the links between occupational stress literature and 
other areas of work psychology in order to broaden understandings of stress, and to 
demonstrate that employee well-being is central to the ongoing viability and success of 
work organisations. This then implies that in examining the adjustment process of an 
individual within their employment context, aspects of occupational stress and the 
workplace are necessary considerations, alongside acknowledgement of individual 
differences, which may affect these adjustment outcomes. Furthermore, a move away 
from traditional models of stress, both generally, and within the workplace, that focus 
solely on negative outcomes is required to achieve this aim. 
1.4.1 Models of Adverse Experiences: From Pathogenesis to Salutogenesis 
While there have been many approaches to conceptualising occupational stress, 
the common feature of more traditional paradigms is their focus on the negative 
experiences and outcomes of employees (Hart & Cooper, 2001). This focus is known as 
pathogenesis, and within an organisational context has led to the rise of several 
intervention strategies purportedly designed to alleviate the particular types of 
psychological distress conceptualised within these pathogenic paradigms. These 
intervention programs are seen as particularly important within the law enforcement and 
emergency services occupations, because of the high level of exposure to critical 
incidents endured by personnel (Mitchell & Bray, 1990). 
The function of pathogenesis, in the context of the protective services, rests on 
the assumption that exposure to any traumatic event disrupts the capacity of all 
personnel involved to function normally (Dunning, 2003; Mitchell & Bray, 1990; Paton, 
et al. 2000b; 2000c; Stuhlmiller & Dunning, 2000) and implies that a new equilibrium 
state can only be achieved through external intervention. The main assumption of this 
paradigm is that those exposed to or having experienced stress or trauma require direct, 
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focussed and rapid intervention in order for normal psychological functioning to be 
maintained or regained (Gist & Woodall, 2000; Mitchell & Bray, 1990; Stuhlmiller & 
Dunning, 2000). Furthermore, it is argued that such approaches fail to acknowledge 
that both natural and learned coping strategies can be activated in response to such 
events. 
Acknowledgement of the role of implicit, personal coping mechanisms is 
extremely important for emergency services personnel where officers elect to enter 
these professions with prior knowledge of the risks involved (Aspinwall & Staudinger, 
2003; Frey, Jonas & Greitemeyer, 2003). Their importance becomes further 
emphasised when considering that officers are trained to deal with these risks and 
experience them in the context of exercising the helping role. Incidentally, this helping 
role had been identified as a significant stimulus for the decision to become a police 
officer (Haarr, 2005). 
Individuals, who are able to implicitly rely on natural coping mechanisms have 
been shown to be adversely effected by exposure to intervention strategies such as 
debriefing (Gist & Woodall, 2000; Pennebaker, 2000) which locates control outside of 
their schematic representations of what the job entails. In addition, pathogenesis 
detracts attention from the development and implementation of organisational 
intervention to facilitate adaptation and growth because it locates cause and response 
within individuals, and does not acknowledge the potential foundation of adverse events 
at an organisational level, and does not provide a long-term solution (Gist & Woodall, 
1998; Kompier, et al. 2000; Van der Klink, et al. 2001). Comprehensive stress 
management interventions that target both the sources and symptoms of organisational 
stress arguably offer the best opportunity for exerting some positive influence on 
chronic workplace stress (Di Martino, 1992; Ivancevich, Matteson, Freedman & 
Phillips, 1990). 
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As Giga, Noblet, Faragher & Cooper (2003) point out, one of the major barriers 
to an organisation implementing a successful stress intervention program is the lack of 
rigorous research that has tested the effectiveness of these strategies. Nowhere is this 
more apparent than in the emergency and protective services, which through the 1980's 
and 1990's, relied on the process of Critical Incident Stress Debriefing/management as 
their primary tool for combating stress experienced on the job. The efficacy of such 
programs have since been questioned, and some evidence suggests that debriefing can 
actually result in negative stress outcomes for some individuals (Devilly & Cotton, 
2003). 
1.4.2 Salutogenesis: Experience and Exposure 
The limitations of the pathogenic approach were addressed by Antonovsky 
(1990), who proposed the term salutogenesis to describe a paradigm which focuses on 
the positive aspects of everyday life. Salutogenesis concentrates primarily on 
identifying the ways in which people stay healthy following stressful encounters, in 
contrast to why people get sick (the latter referring to pathogenesis). Advocates of this 
paradigm hold that differences between health breakdown and wellness depend more on 
one's outlook on life than on avoidance of stress. Indeed, Tedeschi & Calhoun (2003) 
have argued that challenging experiences are an important element of PIG. 
The salutogenic model makes the assumption that life is inherently demanding 
or challenging, and as such, 'stress' is ubiquitous (Antonovsky, 1990). That is, stress is 
a naturally occurring part of the lives of every individual, and is necessary for normal 
functioning. From this standpoint, Antonovsky argues that a person's coping ability 
and sense of wellbeing is connected to what extent challenges (stress) are experienced 
as coherent, manageable and meaningful by an individual. Salutogenic 
conceptualisations of the stress process argue that the stronger a person's sense of 
coherence, the more likely they are to be able to successfully deal with life stressors. In 
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this way it separates positive and negative aspects of life experience (e.g., at any one 
time there may be some things we can deal with and others that we cannot) and 
acknowledges their independence, rather than conceptualising them on a continuum as 
is traditionally done within pathogenic approaches to stress and psychopathology. 
The notion that individual experiences include both positive and negative 
domains, and that these experiences are separable and exist simultaneously was 
recognised by Hart and Cooper (2001). Their model of organisational health, within 
which positive and negative work experiences are conceptualised as two separate 
entities, acknowledges that each have separable effects on employee well-being (Figure 
1). This conceptualisation is based on previous research by Hart (1999) and Hart et al. 
(1995a), which found that positive and negative work experiences made equal but 
independent contributions to reported levels of job satisfaction for teachers and police 
officers respectively. The pathogenic model fails to acknowledge the existence or need 
for this distinction and automatically equates challenge with deficit or loss outcomes. 
Pathogenesis assumes that the experience of positivity and negativity in all 
aspects of life operates on a continuum, thus, an individual in a negative state is 
experiencing an absence of positivity and vice versa. This assumption also justifies 
interventions such as CISM based on the belief that managing distress will 
automatically promote positive outcomes. However, recent occupational stress 
theorising calls this assumption into question; people can potentially experience positive 
and negative states simultaneously and different mechanisms (and thus modes of 
management — which can include personal, team, and organisational) are implicated as 
drivers of each outcome (Anshel, 2000; K.J. Burke & Paton, 2006; Richardsen, et al. 
2006; Haarr, 2005; Hart, et al. 1995, 1999; Hart & Cooper, 2001; Paton, 2005). 
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Figure 1. 
The organisational health model proposed by Hart and Cooper (2001). [`+' indicates a positive relationship and `-` indicates a negative 
relationship. Dotted lines indicate possible relationships that are expected to be comparatively weak]. 
Furthermore, the focus of the pathogenic model, being that of negative outcomes 
only, also fails to accommodate how organisational context and individual circumstances, 
history and predispositions have proven more predictive of impact than features such as 
proximity and exposure in isolation (Gist & Woodall, 2000). The importance of 
organisational context is consistent with the emerging view in occupational stress literature 
that exposure to critical and traumatic incidents is not only unavoidable in occupations such 
as policing, but that this exposure is the very thing that defines the job (Gist & Woodall, 
2000; Paton et al. 2003a; Violanti et al. 2000). Thus, the context in which these events are 
experienced defines their nature, and if consistent with officers' occupational schemas are 
unlikely to be perceived as adverse events. 
The importance of the context of an experience has been recognised by those who 
have studied the organisational culture and climate of the police profession. General 
organisational experiences have been found to influence employee well-being to a much 
greater extent than stressors particular to the job or group being investigated (e.g., 
Alexander & Klien, 2001; K.J. Burke & Paton, 2006; Hart et al. 1995; Kangis, Gordon & 
Williams, 2000; Stephens & Long, 2000; Sutherland & Fogarty, 1995; Thomsen et al. 
1999; Wallace, Hunt & Richards, 1999; Yoon & Thye, 2002; Young & Parker, 1999). 
Similarly, organisational demands have been found to be amongst the strongest 
determinants of workplace morale and organisational commitment (Cotton, 1996; Jones, 
Flynn & Kelloway, 1995; Schofield, 1995). Organisational climate has been directly linked 
to job satisfaction, organisational commitment and employee turnover (e.g., Anderson & 
West, 1998; K.J. Burke & Paton 2006b; Hart & Cooper, 2001). 
These studies illustrate the importance of considering the construct of organisational 
climate, the collective perceptions of employees regarding the functioning of the 
organisation. It is seen as representing a cognitive description of the workplace from the 
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employees' perspective, and is heavily influenced by the structures and process of that 
workplace (Anderson & West, 1998, Cotton, 1996, Hart & Cooper, 2001). Thus, in 
attempting to conceptualise occupational stress and well-being it is necessary to examine 
factors at both the individual and organisational level. This then implies that the focus of 
research should be on the interaction between person/team factors and organisational 
context, with emphasis also placed on the importance of occupational experiences, both 
positive and negative, in any attempt to appreciate stress and well-being within an 
occupational setting. 
It should be noted that salutogenesis, does not negate the potentially detrimental 
effects of exposure to stress and trauma, rather, it argues that there are also two types of 
positive response that can occur when attempting to deal with a stressor; the processes of 
resilience and PTG. These positive outcomes of stress and trauma exposure remain 
unaccounted for by pathogenic approaches. To conceptualise these discrete pathways, the 
terms 'resilience' and 'vulnerability' have been used as generic descriptors of the 
mechanisms that will interact with psychological hazards in the workplace and lead to 
deficit or growth outcomes (Paton et al. 2000). Pathogenic approaches locate the stress 
experience in vulnerability alone. 
1.4.3 Resilience and Vulnerability. 
Resilience is considered a salient and possibly necessary characteristic of 
professionals involved in law enforcement services. Resilience is described as 'an active 
process of self-righting, learned resourcefulness and growth; the ability to function 
psychologically at a level far greater than expected given the individual's capabilities and 
previous experience' (Dunning, 1999). The concept of resilience refers to the capacity of 
the individual to return to their previous level of functioning after exposure to a stressful, 
traumatic event, it describes the individual's capacity for 'bouncing back' (Paton, et al. 
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2003b). Similarly, PTG refers to a 'significant beneficial change in cognitive and 
emotional life beyond previous levels of adaptation, psychological functioning or life 
awareness, that occur in the aftermath of psychological traumas and that challenge 
previously existing assumptions about self, others, and the future (Tedeschi & Calhoun, 
2003, p.12). While difficult to distinguish between the two, it appears that while resilience 
refers to a return to a previous level of homeostasis, PTG refers to a fundamental change in 
that level of homeostasis which, after the traumatic experience is resolved. Accordingly, an 
individual can show characteristics of resilience before and after PTG, but it is likely that 
growth, as a significant, fundamental change in one's level of functioning, only occurs 
once. 
Although growth following trauma is commonly reported, it is not inevitable and its 
occurrence does not necessarily free an individual from experiencing the negative 
consequences of traumatic events. Furthermore, while there are resilience factors that can 
protect individuals, it cannot be denied that there are factors which act to increase the risk 
status (vulnerability) of individuals in different circumstances. For example, Adams (1995) 
describes the way new safety practices and training can result in a perceived increase in 
safety, resulting in a reduction of the risk attributed to the hazard. This reduced risk 
attribution then results in an increase in risk behaviour and increases the vulnerability of 
individuals to the experience and effects of negative stress. 
Paton (2005) uses the concepts of self-efficacy and learned helplessness to help 
illustrate this distinction. Self efficacy is known to contribute to resilience and higher 
levels of self efficacy are associated with higher levels of resilience. However, while low 
self-efficacy generally results in lower resilience, it does not increase vulnerability. 
Learned helplessness can be considered the opposite of self-efficacy in the sense that it only 
leads to differing degrees of vulnerability, that is, no matter how low one's learned 
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helplessness, it can only lead to more vulnerability. Thus, factors that lessen vulnerability, 
do not necessarily increase resilience, and vice versa. In complex emergency situations, 
assuming that both are present as a result of past successes and failures, resilience and 
vulnerability mechanisms may be mobilised in the same incident (Hart et al. 1995; Paton, 
2005). The relative balance between them then influences the ways in which a challenging 
experience is resolved. 
The aim of the salutogenic paradigm is to identify these vulnerability factors in 
individuals at risk of developing psychopathology, and by identifying, elaborating and 
focussing on the development of resilience factors in these at risk individuals, promote a 
move towards effective prevention, rather than intervention or treatment after the fact 
(Paton, Violanti & Smith, 2003a; 20036). Thus, particularly for police officers, 
identification of both vulnerability and resilience factors, and the promotion of resilience 
within these organisations, is an important aspect of ensuring the psychological health of 
officers, and is fundamental to the effective execution of duty of care within protective 
services organisations. 
Research in work and organisational psychology has traditionally focussed on 
dissatisfaction and distress as reflected in the field's interest in burnout, alienation, 
absenteeism etc. While these are important variables to consider in understanding the 
effects of work on individual and organisational performance, reducing their levels may 
only bring individual and organisations up to some 'typical' or 'normal' state of 
functioning (Richardsen, R.J. Burke & Martinussen, 2006). However, this precludes the 
development of positive outcomes such as optimism, engagement and resilience. 
The argument to date highlights the need for a multi-level analysis that includes 
aspects of individual differences and acknowledges the important contribution of the 
organisation, and that examines these from both positive and negative perspectives. The 
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organisational health framework proposed by Hart and Cooper is therefore an appropriate 
model within which to locate the experience of police officer occupational well-being. 
However, in addition to these constructs, elements of traumatic experience also need to be 
considered alongside 'normal' positive and negative and stress reactions. Thus, to fully 
understand the adjustment process for police officers, it is necessary to consolidate a 
framework of experience that firstly; draws upon the I/O psychology literature, particularly 
that of occupational stress and organisational climate. Secondly, it is also essential to 
incorporate findings of trauma studies conducted within and outside the salutogenic 
paradigm, and thirdly, what is currently known about the sources and predictors of police 
stress and satisfaction. 
This chapter has focussed on a discussion of stress and trauma response theories and 
outlined the various ways researchers define individual responses to adverse events. It has 
also examined a framework of occupational health, and proposed that a multi-level analysis 
comprising both individual and organisational factors needs to be examined in order to 
understand police well-being and the ways in which officers adjust to the profession. 
Chapter 2 moves from this broader conceptual focus to examine the individual components 
believed to interact in determining police officer adjustment. 
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CHAPTER TWO 
DETER1VIINANTS OF ADJUSTMENT IN THE POLICE WORKPLACE 1: 
INDIVIDUAL CHARACTERISTICS 
Chapter One examined the conceptualisation of stress and well-being within the 
police profession, and provided an overview of the ways in which theorists argue 
individuals respond to adverse events. Further, the argument that a multi-level analysis is 
required in order to understand the adjustment process in police officers was presented. 
Accordingly, the following two chapters provide an overview of the components required 
to make up this multi-level analysis. Chapters Two and Three discuss the notion that 
organisational behaviour is a function of both the characteristics an individual brings with 
them into the profession, and of the context of the organisation in which that individual 
works. This chapter begins with a discussion of adjustment into a new role, and outlines 
the importance of the socialisation process in defining stress responses. The chapter then 
provides an overview of previous research on stress in policing, exemplifying the argument 
that much of this research has been conducted from a pathogenic perspective. A discussion 
of the determinants of stress and well-being in policing is then presented, and the influence 
of individual characteristics are explored through the remainder of Chapter 2, with a 
particular focus on personality. An overview and discussion of the contextual and 
organisational determinants of stress and well-being for police is presented in Chapter 3. 
2.1 Adjustment to Work. 
Any movement into employment involves a match, be it actual or perceived, 
between the work role and an employee. This match is commonly known as Person-
Environment Fit (PE Fit) and acknowledges that both the job itself, and the employee, 
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bring vulnerabilities and characteristics that contribute to the stress process (Kenny, 2000). 
For instance, research has clearly acknowledged the fact that some individuals have a 
predisposition towards negative affectivity, have fewer coping resources than others or an 
inability to utilise effective coping strategies (Neimeyer, 2000), which can have positive 
influences on stress. However, it is also increasingly being acknowledged that the 
individual and the organisation possess implicit resilience factors that act to protect 
employees against the deleterious effects of stress (e.g., Zhao, He, & Lovrich, 2002). 
Accordingly, rather than focussing solely on the worker or the workplace, most 
contemporary organisational theories acknowledge that behaviour is a function of both 
factors (e.g., Demand — Control Model, Karasek & Theorell, 1990; Occupational health 
Framework, Hart & Cooper, 2001; Effort- Reward Imbalance, Siegrist, 1996). Stress 
cannot be attributed to the vulnerabilities of the person or the demands of the 
job/environment independent of each other. Instead, stress results from the degree to which 
the two fail to 'fit' together (Blau, 1981). The fit between the person and the environment 
can depend on how well the individual's skills and abilities match the practical job 
demands and requirements, or how well the individual's psychological and social needs 
match those provided by the organisational environment. The greater the apparent 
discrepancy between the individual and organisation, the more likely an individual is to 
report experiencing stress (e.g., Kenny, 2000; Lofquist & Dawis, 1969). However, 
researchers have also questioned the notion that perfect fit is associated with the absence of 
work stress (Dollard & Winefield, 1996). As is becoming clear with profession such as 
policing, highly stressful work can be offset by the fact that some workers derive 
satisfaction from challenge, risk or change (e.g., Anshel, 2000; Haarr, 2005). Without these 
qualities, the person-environment fit would be deficient (Dollard & Winefield, 1996). 
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While the interaction between the worker and the job is an integral component of 
the work stress process, this interaction occurs in the strong socialising context of the work 
environment. Over time, this context transforms newcomers into participating and 
effective, or ineffective, members of that work culture. Particular work cultures and 
socialisation processes are likely to encourage specific definitions, interpretations and 
responses to stress. In addition, certain types of workplace practices, coping strategies or 
vulnerabilities may be associated with different organisational cultures (e.g., Chan, 1997; 
2001; Obst, Davey & Sheehan, 2001; Davey, Obst & Sheehan, 2004). The process of 
socialisation is considered to be stressful, particularly during the first nine months when 
workers are attempting to define the expectations of their workplace (Nelson, 1987) and 
reconcile these with their existing personal schemas (Paton, 1994, 2005; Weick, 1995). 
Socialisation failures leave new workers feeling alienated and stressed. In contrast, those 
who have been 'well socialised' may be less likely to experience stress in response to 
unreasonable demands of the job. Indeed, they are unlikely to perceive the demand as 
unreasonable in the first place as they are more likely to be consistent with the mental 
model they have developed of the workplace and their place in it. 
A problematic outcome of socialisation is the potential for workers to become more 
likely or less likely to report stress, irrespective of their experience, depending on the 
requirements of the work-culture (Anshel, 2000; Haan -, 2005). Socialisation has important 
implications for the schemas employees develop about the organisation and their job role. 
At the psychological level, employees offer commitment to an organisation in return for 
perceived support from that employer (Jones, Flynn & Kelloway, 1995). In the optimum 
employment relationship, this psychological contract will be flexible in response to changes 
in the employment context. When a violation of a contract is perceived to have occurred, 
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individuals will interpret their situation and seek to understand the meaning of their loss. 
This subjective interpretation or appraisal of the situation forms the centre of most theories 
of work stress, and is consistent with the conceptualisation of stress as a transaction (e.g., 
DeLongis, Folkman & Lazarus, 1988; Lazarus & Folkman, 1984). Furthermore, it places 
responsibility for disequilibrium states in the hands of both the individual and the 
organisation in which they work. 
The model of organisational health which was proposed by Hart & Cooper (2001; 
see Chapter 1, p. 34) identifies multiple pathways to employee well-being that recognise 
the implicit relationships between individual and organisational level variables. In addition 
to these constructs, given the transactional nature of stress, it is likely that people's prior 
life experiences, especially exposure to stress and trauma, will influence the ways in which 
individuals responds to stress, and trauma, in the workplace. Consequently, when 
examining well-being, socialisation and adjustment in new police officers, it is necessary to 
consider personal experiences, individual predispositions and characteristics and how these 
may serve as protective or vulnerability factors. Furthermore, given the well-defined 
hierarchical nature of policing and the nuances that exist within such a paramilitary 
bureaucracy, it is also necessary to consider how the culture and climate of such 
organisations act to influence and define acceptable responses to challenging events, 
particularly through socialisation processes and organisational practices. The following 
sections of this chapter examine what is known about the influences in police well-being to 
date from both individual and organisational perspectives. 
2.2 Factors implicated in Police Officer Adjustment. 
Stress research in policing has been conducted across a range of disciplines, with 
quite a broad focus. As a result, there is little theoretical consistency underpinning these 
studies, with perspectives located in psychology, sociology, criminology, management and 
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many lay views purported through the media. The majority of studies in a policing context 
conducted through the 1980s and 1990s have a focus on stress and intervention (e.g., 
Brown & Campbell, 1994; Davidson & Veno, 1980; Kaufmann & Beehr, 1989; Mitchell & 
Bray, 1990). However, within criminology, much early work on policing focussed on the 
nature of the police role and the notion of a police culture (e.g., Banton, 1964; Punch, 
1979). These works predominantly concentrated on describing the role played by the 
police officer and discussion regarding the existence of an implicit officer culture that was 
distinct to policing. The notion that the police officer played multiple roles in society was 
explored in terms of what an officer was actually required to do in the course of their 
employ, and a distinct police culture had been identified and described in the research 
literature (see Kroes, Margolis & Hurrel, 1974). However, given the focus of the field, the 
impact of these issues, (i.e., a hierarchically structured organisation, multiple roles and 
expectations, and the policing culture), on the welfare of the individual officer located 
within the police profession, was not fully explored. 
Within the psychology discipline, the potential impact of broader organisational 
issues on the well-being of police officers was not investigated until relatively recently. 
The initial trends in policing studies from a psychological perspective were primarily 
determined by the role of police psychologists in the police agency (Bartol, 1996), and 
mostly concerned selection processes for the police, and later, the identification of, and 
interventions for, the stresses inherent in police work. As a result, the predominant focus of 
research in policing, as outlined in Chapter one, has been based on the premise that policing 
is an inherently stressful occupation (e.g., Brown & Campbell, 1994; Mitchell & Bray, 
1990), and selection procedures into the profession have long been based on this 
assumption. The notion of policing being inherently stressful, and thus intrinsically 
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damaging to the individual police officer, has driven much of the research on policing and 
police officers both within and outside the discipline of psychology. 
In the 1960's the predominant focus of research within policing was around the 
notion that there existed a clear and definable police personality, and selection procedures 
were developed on the basis of this. The basic idea was that police organisations wanted to 
ensure they were employing officers who would be able to cope with the demands of the 
job from both an operational and ethical viewpoint (Bartol, 1996) 
By the mid 1970's the study of police stress, which was typically linked to officers' 
experience of danger and violence (see Bartol, 1996), had developed into a substantial body 
of literature that continued to develop into the mid 1990's. However, by the late 1980s, 
despite the growing body of empirical evidence, limitations with the hypothesis that stress 
was linked to policing by virtue of the danger and violence they faced, had begun to 
emerge. Within psychologically based research, these limitations began to be empirically 
addressed in the early 1990's, however, Kroes, Margolis & Hurrel (1974), coming from a 
criminological perspective, actually challenged this assumption when police stress research 
was in its infancy. They demonstrated that the police found factors associated with the 
police organisation (i.e., administrative procedures and a negative public image) more 
distressing that experiencing violence on the job. 
In stark contrast to the police stress hypothesis, Kroes et al. argued that facing 
violence and danger is inherently meaningful for police officers, and it has since been 
argued that such exposure may actually increase levels of job satisfaction (Jermier, Gaines 
& McIntosh, 1989), particularly due to the expectations of officers that they would be 
involved in such events (Gist & Woodall, 2001). While it is now widely accepted that 
many other aspects of police work impact on stress, outside of danger and violence, this 
was certainly not the case in the 1970s. The important implications of Kroes' work went 
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largely unacknowledged, especially within psychological investigations. As discussed 
previously, the emphasis of the psychology discipline until the late 1990's was examining 
the negative implications of the operational characteristics of policing. While this body of 
work did not systematically acknowledge or investigate the range of other influences police 
officers experience by virtue of their profession, examining this literature is important in 
examining the different sources implicated in the development and understanding of police 
officer stress. 
2.2.1 Influences on Police Stress. 
Abdollahi (2002) presented a cross-disciplinary review of police stress research 
which identified three sources of police stress. She described these as intra-personal, 
occupational and organisational. Intrapersonal stressors align most closely with research 
tied to the selection procedures of police agencies and the notion of a unique police 
personality, and are discussed in the following section. This body of literature maintains 
that that there are certain characteristics that make it difficult to perform the essential 
functions of policing, and that there are certain characteristics that are desirable in police 
officers (e.g., personality traits such as hardiness). Occupational stressors refer to those 
potential hazards that occur by virtue of the police officer's involvement in adverse events. 
Thus, these stressors are content specific and occur in the course of an officer's operational 
duties (e.g., dealings with victims of an assault; attending a motor vehicle accident). 
Occupational stressors are often more specifically referred to as operational stressors, and 
this is the term used in this thesis to describe these events. These stressors are discussed in 
Chapter 3 as they represent a contextual feature of the police occupation. 
Finally, organisational stressors are context driven events. They are a function of 
the guidelines, policies and procedures laid down by the police bureaucracy, and have a 
pervasive influence on the culture and climate of the organisation (Hart et al. 1995). These 
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can include administrative issues such as paperwork, and concerns generated from the 
hierarchical nature of the profession, such as individual accountability. These stressors 
have been implicated in a number of adverse health consequences for police officers, such 
as suicide (Violanti et al. 1986), heightened risks of heart disease (Gulamick, 1963; Franke, 
Collins & Hinz, 1998), diagnosable disorders such as depression and anxiety (e.g., Carlier, 
Lamberts & Gersons, 2000; Dietrich & Smith, 1986), and drug and alcohol abuse (Obst, 
Davey & Sheehan, 2001; Violanti, Marshall & Howell, 1985). Further, several studies 
have linked stress in the workplace to factors such as absenteeism (Cooper & Cartwright, 
1994; Hart & Cooper, 2001), staff turnover (Brough, 2004; Cooper, 1986; Farrington, 
1995; Haarr, 2005; Guppy & Gutteridge, 1991; Kalimo & Vuori, 1991), and poor work 
performance (Brough, 2004; Haarr, 2005; Kohler & Kamp, 1992). Organisational 
influences on the stress and well-being of police officers are detailed in Chapter 3. 
2.2.2 Intrapersonal Stressors. 
Work-related stress and its effects on organisational behaviour have been 
extensively documented (Chen & Spector, 1992, Cooper & Cartwright, 1994, Hart & 
Cooper, 2001). Consequently, a myriad of ways of combating the adverse consequences of 
stress in high-risk occupations have been suggested (e.g., Frankenhauser & Janhansson, 
1986). One potentially useful strategy for minimising the undesirable consequences of 
work stress is careful personnel selection and screening. If individuals who are calm in 
crises and who can handle pressure well can be identified using standardised instruments, 
then job performance in high stress occupations may be improved, and the adverse effects 
of high-stress work environments may be mitigated (e.g., Dunning, 2003; Hart, Wearing & 
Heady, 1995; Sced,2004). Thus, if the required characteristics of a specific job can be 
identified and employers have a way to test for the presence, or absence, of these 
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characteristics within the individuals they employ, stress is not the only variable which may 
be affected. 
According to Hart and Cooper's (2001) model of organisational health, individual 
characteristics such as personality and coping resources can have run off effects on, for 
example, job satisfaction, productivity, job turnover, and employee absence. Selection 
procedures are widely used to ensure that the individual selected for the job is the one best 
suited to the position, and selection based on personality characteristics is widespread in 
both public and private business arenas (Roberts & Hogan, 2002). Personality profiling has 
played a dominant role in police selection procedures throughout Western countries since 
the 1960's (Abdollahi, 2002; Bartol, 1996; Kaczamarek & Packer, 2003; Sced, 2004). 
2.3.1.1 Personality. Personality is commonly referred to as the enduring patterns of 
thought, feeling, motivation and behaviour that are expressed in different circumstances 
and across time (Cloninger, 1996). Personality theory in Psychology has been based on 
several different, but widely encompassing trends, namely psychoanalytic, behaviourist, 
trait and humanist. Arguably, the most well known of the trait approaches to personality is 
the five factor model (FFM) and Costa and McCrae's (1992a, 1992b) conceptualisation of 
personality includes five robust factors that serve as a useful and meaningful taxonomy for 
classifying personality attributes. The 5 dimensions are often called the Big 5 personality 
factors, and are referred to as Extraversion, Neuroticism (or emotional stability), 
Conscientiousness, Agreeableness and Openness to Experience (or culture — one's own 
experience internally as well as culture). While there is still much debate about exactly 
how many factors are required to adequately represent human personality (Paunonen & 
Jackson, 2000), the Big 5 are currently widely used as a framework in psychological 
literature. 
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Research utilising the FFM, has been extensive, resulting in considerable replication 
of findings and characteristics concerning the factors. Individuals vary continuously on the 
factors, and the dimensions are fairly stable over an extended period of time during 
adulthood (Soldz & Vaillant, 1999). Some specific factors or facets thereof are suspected 
to be of genetic origin (Jang, McCrae, Angleitner, Rieman, & Livesley, 1998). As a result 
of extensive research across cultures, the five factors are considered universal, having been 
recovered in cultures and languages as diverse as German and Korean (e.g., McCrae et al. 
1999; McCrae, Terracciano, et al. 2005). 
The utility of personality assessment as a selection tool is widely held, and research 
linking traits to job performance is widespread (e.g., Anshel, 2000; Black, 2000; Roberts & 
Hogan, 2002; Scheir, Weintraub & Carver, 1986). Personality assessment has been used in 
police selection procedures from the 1960s. However, it was not until the 1990s that I/O 
Psychology recognised the usefulness of personality as a predictive tool for personnel 
selection (Roberts & Hogan, 2002). There are two major reasons for this cited in the 
literature. The first was the result of a widespread belief that criterion validity for 
personality tests were low (e.g., Ghiselli & Barthol, 1953; Guion & Gottier, 1965; Mischel, 
1968; Peterson, 1965). The second was the view, purported by behaviourists, that 
personality was situation based (e.g., Mischel, 1968) and thus its examination was not 
useful in predicting behaviour in the workplace. It wasn't until the meta-analytic reviews 
of Barrick & Mount (1991) and Tett, Jackson & Rothstein (1991) that these beliefs about 
the validity of personality assessment instruments were debunked, and personality became 
an important part of I/O research (see Roberts & Hogan, 2002). Consequently, the 1990s 
saw a resurgence in the use of personality assessment as a tool for employee selection, and 
a corresponding increase in research on the role of personality in personnel selection within 
I/O psychology. 
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In contrast to the trend observed in I/O psychology, personality assessment within 
policing became widespread during the 1960's (Bartol, 1996). This was a direct result of 
the Presidents Commission of Law Enforcement and the Administration of Justice (1967) 
in the United States recommending the use of psychological tests to determine the 
emotional stability of all police officers. According to Bartol, it was their hope that the 
police departments would, as a result of personality testing, reject candidates who 
demonstrated racial and ethnic prejudices prior to being hired, thus alleviating one of the 
major forms of contention in police behaviour of the time. In 1968, the National Advisory 
Commission on Civil Disorder called for the widespread use of screening methods that 
would improve the quality of law enforcement officers, making them "more emotionally 
suitable" (Bartol, 1996, p. 74) for the job. Thus, the use of personality testing as a selection 
mechanism for entry into the police force was born in the US. Other western countries 
soon followed suit, and today, most countries employ some form of personality testing to 
'select out' people who are deemed to have characteristics inappropriate to the role of 
police officer (Abdollahi, 2002; Bartol, 1996; Sced, 2004; see also Kaczamarek & Packer, 
2003). 
Similar to policing, most occupations now utilise some form of personality measure 
to ascertain candidate suitability. However, unlike the traditional use of personality 
assessment in policing for 'selecting out', they are more likely used to 'select in' the best 
suited candidate (Roberts & Hogan, 2002). Policing in Australia has moved toward this 
trend also, and some departments now utilise 'selecting in' procedures to identify those 
attributes that distinguish one candidate over another as being a potentially more effective 
officer. This approach assumes that there are traits, habits, reactions and attitudes that 
distinguish an outstanding officer from a satisfactory one (Kaczamarek & Packer, 2003; 
Murrel, Lester & Arcuri, 1978; Sced, 2004). Bartol (1996) argues that this is not possible 
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and that screening out, on the basis of personality is far more effective than screening in. 
However, the very notion of personnel selection, and the basis of much research in the field 
of I/O psychology supports the notion that suitable employees can be selected in based on 
some aspects of their personality (see Roberts & Hogan, 2002). Still, the use of personality 
for selecting out applicants is much more widespread within law enforcement agencies. 
Sced (2004) suggests that the selection of honest, reliable and productive officers is 
vital to maintain the integrity and effectiveness of the police organisation, thus all police 
applicants undergo rigorous screening procedures prior to entry into the police training 
system. Whether these procedures contain screening in and/or screening out tools varies, 
and in Australia, as in the United States, there is no consistent approach adopted to the 
selection, or non-selection, of police officers and the means which is used to do so. Despite 
the lack of consistency, many studies have been conducted examining the utility of 
personality in predicting police academy performance (e.g., Barrett et al. 2003; Dawkins et 
al. 2000; Dietrick & Chibnall, 2006; Weiss et al. 1999), liability for corruption (e.g., Adams 
& Beck, 2001; Henkel & Reichel, 1997), ability to cope with stress (e.g., Adams & 
Stanwick, 2002; Kaczamarek & Packer, 1997; Tang & Hammontree, 1992), all of which 
have yielded mixed results. This is likely an issue of measurement consistency as there are 
no clear guidelines as to which personality measurement instrument to use for this purpose. 
Consequently, there are a wide variety of measures used within and between countries. The 
most widely used is the MMPI-2, but the CPI, IPA, NEO-PI, and 16PF have all been used 
as selection tools within policing. 
While each of these instruments has been used to predict officer performance, their 
use as comparative tools, to examine differences between police and the general population, 
is scarce. This is surprising, given the widely held belief that police officers, and in fact 
most emergency workers, differ systematically from the general population (Miller, 1995; 
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Mitchell & Bray, 1990). It is held that it takes a 'special kind of person' to be involved in 
such occupations (Mitchell, 1983), thus marked personality differences would be expected. 
The argument that police officers posses a unique personality is not new, and early 
literature in the field describes the characteristics of police officers extensively (e.g., 
Bennet & Greenstein, 1975; Lotz & Regoli, 1977), yet few meaningful comparisons have 
been made with the wider population, and still fewer have compared police to other similar 
organisations such as fire or ambulance officers (Wagner, 2005). 
A further problem in the conceptualisation of a specific police personality is 
outlined by Wagner (2005) who notes that while research has attempted to identify the 
factors which make up the successful rescue personality (i.e. police, fire and ambulance 
personnel), there has been a lack of measurement consistency and these studies are not 
identified within a specific personality theory. There are studies which have adopted a 
particular conceptual framework, for example, Thompson & Solomon's (1991) application 
of Eysenck's trait theory (Eysenck & Eysenck, 1975), but operationalisation of the 
personality construct is not consistent between researchers. 
Despite this lack of consistency in utilising a theoretical framework, it is possible to 
ascertain the factors that have been identified as playing a role in the resilience and 
vulnerability of officers across the spectrum of personality measurement constructs. Table 
1 provides an overview of some of the personality and attitudinal factors that have been 
examined, and that have been implicated as defining characteristic of a police officer. 
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Table 1 
Personality and Attitudinal Factors examined in Policing 
Construct 	 Researchers 
Type A Personality 	 Davidson & Veno, 1980; Fenster 8c Locke, 1973; 
Kirmeyer & Diamond, 1985. 
Optimism/Pessimism 	 Alkus & Pedesky, 1983; Scheir, Weintraub & Carver, 
1986; Violanti & Aron, 1993. 
Extraversion/Introversion 	K.J. Burke et al. 2006; Costa, Somerfield & McCrae, 
1996; Hart et al. 1995; Krohne, 1996; Thompson & 
Solomon, 1991. 
Authoritarianism 	 Coleman & Gorman, 1992; Genz & Lester, 1976; 
Jensen, 1957. 
Hardiness 	 Kobassa, 1979. 
Cynicism 	 Abraham, 2000; Chandler & Jones, 1979; 
Neiderhoffer, 1967; Regoli, Poole & Hewitt, 1979; 
Skolnick, 2005; Wilt & Bannon, 1976. 
Self-confidence and Self-esteem Hewitt & Flett, 1991; Frost, Marten, Lahart & 
Rosenblate, 1990. 
Hewitt & Flett (1991) found that officers who had greater levels of self-confidence 
in their abilities, and who held themselves in high regard were generally more satisfied in 
the profession. Similarly, Schier et al. (1986) found that those who generally have a more 
positive outlook on life are more hopeful about the future and are happier individuals, a 
trend that is not exclusive to policing. While cynicism amongst police has been identified 
as problematic (Brown & Campbell, 1994; Lotz & Regoli, 1977), Niederhoffer (1967) 
argued that rather than being an aspect of personality, the cynicism observed amongst 
police officers is actually a coping mechanism, employed to enable officer to deal with the 
hostile and violent experiences they encounter on the job. Thus, it is also recognised as a 
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feature of policing that can have positive outcomes for different individuals (Brown & 
Campbell, 1994; Byrne, 1961). There is an argument that while characteristics such as 
cynicism and authoritarianism may not be desirable attributes for a police officer, they offer 
some level of protection to the officer and are not necessarily the cause of stress outcomes 
for police (Davidson & Veno, 1980; Reiser, 1976). Carver, Scheir & Weintraub (1989) 
acknowledge that some mechanisms of coping often seen as maladaptive can be more 
effective than traditionally adaptive mechanisms in different situations. 
Kaczamarek and Packer (1997) argue that an individual's perception of job stressors 
is directly influenced by their locus of control, and that these stress perceptions then 
influence job satisfaction. They identify an internal locus of control as a desirable 
characteristic for a general duties constable due to its value as a mechanism for coping with 
stress. Spector (1982) proposed that individuals' with an internal locus of control, as 
compared to an external locus, would perform better on tasks requiring initiative and 
autonomy, as they tend to look to themselves for direction. This trait then is arguably an 
important one for police officers to possess, and is often implicated as an aspect of 
conscientiousness (Costa & McCrae, 2003). 
While locus of control appears important in determining the coping mechanisms 
used by individuals, there is also a well documented relationship between personality at the 
trait level and coping. For example, Shakespeare-Finch (2006) suggests that people high in 
neuroticism use ineffective coping strategies that lead to increased levels of distress. 
Similarly, Kaczamarek & Packer (1997) suggest that extraversion is related to more 
positive, active coping, while neuroticism is related to more negative, avoidant strategies. 
Thompson and Solomon (1991) also report a consistent relationship between neuroticism 
and psychological distress, and found extraversion to have a protective effect on police 
officers who had been involved in body recovery. 
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The traits of introversion and extroversion have been studied extensively in the 
police population. Extraversion, amongst police, has been linked to the seeking of social 
support (e.g., Anshel, 2000) which is highly linked to job satisfaction (e.g., Crank, Regoli, 
Hewitt, & Cuthbertson 1995). Again, this is not unique to policing, but has been observed 
within other occupations (Noblet et al. 2005). Similarly, officers who have been found to 
be more optimistic, also have higher levels of self-esteem and self-confidence, and 
experience less strain in stressful situations (Lefcourt, 1992; Kobassa, 1979). This trend is 
also evident in the general population. 
There is a current debate as to whether there is actually a distinct police personality 
at all, and this debate extends to the notion that there is a rescue personality exhibited by 
those who choose to work in protective service professions (e.g., police, ambulance, fire). 
Mitchell (1983) argues that there is a distinct rescue personality, characterised by a high 
level of empathy, performance and dedication. Mitchell and Bray (1990) describe 
emergency response workers as inner-directed, action oriented, obsessed with high 
standards of performance, socially conservative, traditional, highly dedicated and easily 
bored. However, this description reflects the belief that all aspects of the stress process are 
encapsulated within the person and emerge as a result of their interaction with a challenging 
event. Further characteristics identified are such as the liking of control of both the 
situation and the self, and enjoyment from being needed. This idea of the uniqueness of 
rescue personnel was one of the fundamental tenets of the intervention designed by 
Mitchell known as Critical Incident Stress Debriefing (CISD), and was developed to 
address the 'emotional devastation' that may occur as a result of emergency work (Wagner, 
2005). The approach relies on the assumption that rescue workers are an homogenous 
group of individuals, and thus a one-size fits all approach can be taken to operational stress 
intervention. 
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In stark contrast, researchers such as Gist & Woodall (1998) argue that one of the 
major premises upon which CISD is based, that of personality homogeneity is not 
supported in the available literature. That is, they argue that there is no substantiating 
evidence for the contention that there exists a unique rescue personality. While Gist & 
Woodall's assertions are aimed at the overall concept of the rescue personality, their 
arguments can equally be applied to a discussion of the uniqueness or lack thereof, for 
police. The main point made by Gist and Woodall stems from the notion that those 
individuals who do choose to be employed in emergency professions make that choice 
based on aspects of the job, and that there is not one 'type' of person who is attracted to the 
job more than another. This suggests then that interventions aimed at an homogenous 
group of people (e.g. debriefing) may be effective for some individuals, but will not be an 
effective means of ameliorating all incidences of critical incident stress (Wagner, 2005). 
Gist and Woodall argue that police officers, and other emergency workers, have an 
expectation of involvement is such events and that these experiences enhance their 
organisational coherence and perceptions of fit. Thereby, these experiences act as 
facilitators of organisational commitment and job satisfaction because schematic 
expectations are not challenged. Thus, stress is not generated simply by virtue of 
involvement in these events. The contention that operational experiences can result in 
positive outcomes for some individuals is further discussed in Chapter 3. 
2.3 Summary. 
This chapter has introduced the notion that behaviour at work is a function of an 
interaction between the characteristics of individuals, and the nuances of particular 
organisations. The factors implicated into adjusting to a new work role were discussed, 
with a particular emphasis on the importance of organisational socialisation practices. 
Three different levels of influence on stress and well-being for police were identified — 
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interpersonal, operational and organisational. This chapter also presented an overview of 
existing research on interpersonal stressors in policing, with a specific focus on the role of 
personality. Chapter 3 completes this discussion, and examines the contextual and 
organisational factors that have been implicated in the development of stress and 
maintenance of well-being for police officers. 
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CHAPTER THREE 
DETERMINANTS OF ADJUSTMENT IN THE POLICE WORKPLACE 2: 
CONTEXTUAL AND ORGANISATIONAL INFLUENCES 
Chapter 2 began examining the multiple influences on police stress and well-being 
by focussing on a discussion of interpersonal stressors, with a specific focus on personality 
and the argument that a unique police personality profile exists. The role played by 
personality in officer adjustment was examined, and the implications for stress management 
practices with assumptions of officer homogeneity were briefly explored. This chapter 
furthers the examination of the influences on police stress and well-being, and presents a 
discussion of the contextual features and organisational nuances of the police profession 
that have been implicated in officer adjustment. The chapter has an emphasis on the 
salience of maintaining organisational coherence, and the important influence of daily 
hassles in this process. The final section of the chapter brings together the theoretical 
frameworks outlined in Chapter 1 and the empirical evidence presented in Chapters 2 and 3 
to provide a rationale for the current investigation of police officer adjustment. 
3.1 Influences on Police Stress 
As discussed in Chapter 2, Abdollahi (2002) identified three sources of police stress 
from a cross-disciplinary review — interpersonal, occupational and organisational. The 
literature surrounding interpersonal stressors argues that there are characteristics that make 
it difficult to effectively execute the role of police officer, and that there are other 
characteristics which are desirable for a police officer to posses. These characteristics were 
discussed in Chapter 2. 
Occupational stressors were defined in Chapter 2 as the potential hazards that occur 
by virtue of the police officer being involved in adverse events. In this way, the stressors 
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are content and context specific in that they occur in the course of a police officer's 
operational duties. These types of stressors are commonly referred to as operational 
stressors, and this term will be used to describe these events fort he remainder of the thesis. 
The term 'Occupational Stressors' will be used as an umbrella term to describe the range of 
stress experiences police officers can be involved in (both operational and organisational), 
and reflects common usage of the term in theory and practice. Organisational Stressors, as 
discussed in Chapter 2, are context driven events, and can include administrative issues as 
well as concerns generated by the bureaucratic, hierarchical nature of the profession. Each 
of these types of stressor are discussed below. 
3.1.1 Operational Stressors 
As discussed, the predominant focus of many studies in police stress has been on 
the volatile nature of the job which police officers perform. This area locates the major 
source of stress experienced by police as a direct result of the tasks they perform, and again 
rests upon the assumption that officer's find exposure to these events stressful. There is 
little debate that those events faced by officers in an operational capacity can be potentially 
harmful and life threatening. However, whether these events induce similar responses in all 
officers, and whether policing can be seen as uniquely stressful has been the cause of much 
deliberation. 
It cannot be disputed that police often encounter disturbing situations and that in 
most other occupations, these experiences can be avoided (Stephens & Long, 2000). Thus, 
there are a number of external stressors that have been identified and implicated in the 
occurrence of police stress. The most commonly identified operational stressors are as 
follows: 
• Officer involved shootings (Coman & Evans, 1991; Gersons 1989; Kroes, 1974; 
Violanti, 1994); 
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• Encountering victims of crimes and fatalities (Alexander & Wells, 1991; Kroes, 
1985; Kroes et al. 1974; Violanti, 1994); 
• Community relations (Brown & Campbell, 1994; Kroes, 1985; Violanti & Aron, 
1993; Violanti; 1994; Wilson, 1968); 
• Encountering violent/unpredictable situations (Blau, 1994; Wells, Getman & 
Blau, 1988). 
• Dealings with the judicial system (Kroes, 1974; Kroes et al. 1985). 
• Public scrutiny and media coverage (Davidson & Veno, 1980; Kroes et al 1985; 
Violanti, 1994). 
It is these operational experiences that have generally been assumed to be the 
principle determinant of adverse impacts on police officer well-being. However, research 
on police officer well-being has traditionally been embedded within the pathogenic 
paradigm, and as such has largely focussed on the negative impact of these events. This 
focus has been driven by the stereotypical view that policing is a highly stressful 
occupation, and that officers succumb to the associated negative outcomes to a greater 
degree than employees in other occupations due to elevated levels of exposure to stressful 
and/or traumatic events. Thus, there is a presupposition that stress is a function, 
predominantly, of the operational situations officers face and that exposure to stressors will 
ultimately result in pathological outcomes. However, while attendance at, and exposure to, 
adverse incidents are an integral aspect of policing, officers know this prior to becoming 
operational, and therefore have some expectation of being involved in volatile situations 
(Gist & Woodall, 2000). On this basis, it has been argued that that focus of police 
personnel whilst 'on the job' is on doing what they were trained to do, rather than on the 
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traumatic potential of the situations that they face (Gist & Woodall, 2000, Pennebaker, 
2000). 
While there is the potential for exposure to these adverse events to lead to adverse 
outcomes, the majority of officers will not experience ongoing detrimental effects as a 
function of this involvement. For example, the prevalence rate for the development of 
PTSD in police officers is somewhere between 7% and 20% (e.g., Carlier, Lamberts & 
Gersons, 2000; Carlier, Lamberts, Gersons & Berthold, 1997; Hodgins, Creamer & Bell, 
2001). Acknowledgement of this is necessary in order to understand the processes of 
resilience and vulnerability in the police service, particularly in the context of operational 
exposure. That is, to appreciate all the factors that can influence distress and well-being 
within the protective services, it must be acknowledged that some officers are at more risk 
of developing adverse outcomes than others. 
The assumption that officers' operational experiences ultimately lead to adverse 
outcomes has until recently, prevented recognition that operational experiences can be 
perceived as positive. Hart et al. (1993) argue that operational experiences can be further 
characterised as hassles (e.g., having an arrest fall through on a legal technicality) and 
uplifts (e.g., saving the life of a member of the public), with the argument being that these 
make differential contributions to negative and positive outcomes respectively. This 
distinction is important. Positive operational experiences have been identified as playing a 
significant role in sustaining a sense of coherence between the occupational roles, identities 
and expectations of officers (Dunning, 2003), and thus are implicated as a resilience factor. 
The most common rewarding aspects identified by American police officers were 
variety and arresting fugitives (Newmann & Ricker-Reed, 2004) and excitement and 
helping people (Storch & Panzarella, 1996). Similarly, Kop, Euwema & Schaufeli (1999) 
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found that Dutch police officers reported positive aspects of policing more than stressful 
aspects, and the most rewarding aspects were contact with civilians and variation of work. 
Furthermore, it is increasingly being acknowledged that operational experiences for police 
officers cannot be realistically understood in isolation from the wider organisational context 
(e.g., Anshel, 2002; K.J. Burke & Paton, 2006a, 2006b; Haarr, 2005; Hart et al. 1995; K.J. 
Burke et al. 2006). 
3.1.2 Organisational Stressors and Organisational Context. 
The role played by the organisation is seen as a particularly salient aspect of 
employee adjustment and functioning, and has been found to be a central determinant of 
well-being for police (K.J. Burke & Paton, 2006; Hart et al. 1993, 1995) and other 
professions regarded as 'high risk' (Hart, 1999; Paton et al. 2003). The organisation 
provides the context within which personnel interpret their experiences and attempt to make 
sense of, or impose coherence, upon them (Gist & Woodall, 2000; Pennebaker, 2000; 
Pollock et. al, 2003b). Thus, the actions taken and promoted by the police organisation, 
particularly in the provision of operational guidelines, must make sense to the employees in 
terms of their occupational expectations and experiences. A breakdown in organisational 
coherence can place unexpected restrictions and frustrations on officers in terms of their 
interpretations of operational experiences. 
As with operational experiences, there is recognition that organisational experience 
encompasses both positive and negative dimensions. Furthermore, just as operational 
experience could be characterised according to whether a given facet is likely to be 
perceived as a 'hassle' or an 'uplift', a similar categorisation applies to organisational 
characteristics (Hart et al. 1993; 1995; Hart & Cooper, 2001). That is officers' experience 
of organisational life comprises uplifts (e.g., recognition for good work, being given 
responsibility for operational decision making, working in autonomous teams) and hassles 
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(e.g., 'red tape', low morale, paperwork) (Hart et al. 1993; Hart et al. 1995; Hart & Cooper, 
2001), with each holding the potential to influence well-being in different ways (Hart, et al. 
1995; Hart & Cooper, 2001; Tedeschi & Calhoun, 2003). Negative organisational 
experiences (hassles) are implicated in the breakdown of organisational coherence and can 
have a profound impact on a police officer's professional identity (Dunning, 2003; Haarr, 
2005; Paton, 2005). For example, officers enter a profession they see as providing a 
helping role; implicit in their expectations is that the structure and culture of the 
organisation would support this. If this is not the case, there is a greater likelihood of the 
organisation contributing to adverse psychological outcomes due to a perceived fracture in 
the psychological contract between the officer and the organisation (Haarr, 2005; Paton, 
2005). In this sense, it is not sufficient to focus solely on the experiences of officers. The 
culture and climate of the organisation in which these experiences actually take place must 
also be considered. 
3.1.2.1 Organisational Climate and Culture. The activities implicit in the policing 
experience (operational and organisational) are undertaken in the context of officers' wider 
organisational membership. For example, selection, socialisation and training processes 
reflect prevailing organisational cultural beliefs and make a significant contribution to the 
context in which officers experience work life and critical incidents (e.g., as a result of the 
tactical management procedures they prescribe; the degree of autonomy allowed to officers; 
attitudes to mental health). The organisational climate also encompasses the bureaucratic 
and political aspects of work life, and these facets of officers' experience influence both the 
daily demands on officers and their vulnerability to posttraumatic stress reactions (Violanti 
& Paton, 1999). 
In the main, the influence of organisational factors on officer well-being has 
generally been perceived as peripheral, and not deemed as salient to officers' psychological 
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functioning as the operational content of policing (see Abdollahi, 2002). However, core 
aspects of organisational culture (e.g., its influence on training, operational tactics) make a 
significant contribution to the context in which operational experiences are interpreted and 
responses take place (e.g., autocratic management influences the scope for responding to 
emergent demands during critical incident response) (Alexander & Wells, 1991). The 
realisation that organisational practices sustain bureaucratic and political objectives as 
much they do the pursuance of core policing activities may not be consistent with the 
schematic expectations an officer had of policing. It can be this aspect of work that shatters 
assumptions and this contributes to the experience of adverse psychological outcomes 
(Violanti & Paton, 1999). That is, organisational characteristics can facilitate or hinder 
employee adjustment, functioning, and well-being (Hart & Cooper, 2001; K.J. Burke & 
Paton, 2006a, 2006b; Leong et al. 1996; Paton et. al, 2003). 
In this context, it is not surprising that studies that have purposefully focussed on 
the organisational determinants of stress and well-being have consistently found that 
organisational processes are just as, if not more important in determining employee well-
being than the operational content of the job. This relationship has been found for both 
occupational and traumatic stress (K. J. Burke & Paton, 2006a; Gist & Woodall, 2000; 
Hart, 1999; Hart, et al. 1995; Hodgins, Creamer & Bell, 2001; Stephens & Long, 2000). 
This highlights the importance of taking a holistic approach to the examination of police 
officer well-being that includes both operational and organisational factors, as well as 
acknowledging the salient contribution of individual differences. To test this possibility, it 
is first necessary to assess the relationship between organisational experience and a 
dependent variable that is sensitive to changes in occupational and critical incident 
experiences. One such factor is job satisfaction. 
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3.1.2.2 Job Satisfaction and Employee Well-being. Despite their high exposure to 
adverse situations, police officers generally report similar or higher levels ofjob 
satisfaction compared with those employed in 'less stressful' occupations (Hart, 1999). 
Reasons for this apparently counter-intuitive observation become clearer if positive and 
negative outcomes are conceptualised as discrete entities rather than as lying at opposite 
ends of a continuum (Hart et al. 1993). Thus, an event attended by an officer may be 
distressing or traumatic initially, but provide them with a great deal of satisfaction in 
knowing that they have handled a situation to the best of their ability, even if, in the 
process, they experienced some level of distress. That is, challenging events can act as a 
catalyst for the development of resilience and/or positive individual change (e.g., Affleck & 
Tennen, 1996; Britt, Adler & Bartone, 2001; Fredrickson et al. 2003; North et al. 2002; 
Paton, 2005; Paton & K.J. Burke, 2007). 
North et al. (2002) observed that, following involvement in the response to the 
Oklahoma City terrorist bombing, some officers reported increased job satisfaction. This 
was linked to the sense of pride in their performance and with improved relationships with 
managers. Others, however, reported a decline in job satisfaction from their experience of 
this critical incident. Differences of this nature highlight a need for research to account for 
why officers who experienced the same event in similar contexts can experience very 
different outcomes. In addition, it provides further evidence of the questionable efficacy of 
"one size fits all" intervention approaches. It is argued here that one line of inquiry 
involves examining how perceptions of operational and organisational experiences could 
account for differences in job satisfaction. 
To this point, it has been argued that while attendance at, and exposure to adverse 
incidents are an integral aspect of policing, those individuals employed as police officers 
have an expectation that they will be involved in these volatile situations. Therefore, if 
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occupational experiences match the officer's expectations, it is likely that they will pose 
little threat to levels of well-being, and consequently, have little impact on an officer's risk 
of stress. Furthermore, while the experience of a traumatic reaction is necessary, it is 
insufficient to fully explain responses to traumatic exposure, and the development of post-
trauma reactions amongst police and other protective service professionals. These events 
tend to be acute in that they are short-lived and any negative emotion or response tends to 
be transitory. In addition, operational exposure to stressful and traumatic situations are 
defining aspects of the police officer's role, and in many cases, may be the very thing that 
motivates individuals to join the profession. In recognition of this, research in policing has 
begun to focus on the influence of the day to day context of the police experience. 
3.1.3 Daily Experiences. 
Investigations of stress and well-being within police, and other emergency service 
professions, is beginning to acknowledge the powerful influence of daily experiences on 
employee's levels of vulnerability to the development of stress (e.g., Kohan & Mazmanian, 
2003). Thus, research has shifted from a principal focus on traumatic incidents, which, by 
virtue of their definition are irregular and random in nature but routine aspects of the 
profession, to in-depth systematic evaluations of the chronic daily stressors inherent in the 
police role. 
Many studies have investigated the risk factors for traumatic stress after specific 
large scale incidents within a policing context; few however, have approached the question 
from the perspective of routine day to day incidents. The evaluation and acknowledgment 
of daily occupational stressors, provides a fresh insight into officer's stress reactions and 
subsequently, into the factors that influence stress vulnerability. Furthermore, research into 
chronic daily stressors, often known as daily hassles, has implicated the organisation as the 
most salient contributor to occupational stress and satisfaction, over and above the 
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influence of operational experience and exposure (K.J. Burke & Paton, 2006a, Hart, 1999; 
Hart, Wearing & Heady, 1995; Kohan & Mazmanian, 2003). The climate created by the 
police organisation, and its subsequent effect on the daily experiences of officers, has the 
potential to promote vulnerability and disrupt the processes of resilience and growth unless 
organisational coherence is maintained. 
The predictive utility of daily work experiences on officer well-being was 
investigated by K.J. Burke & Paton (2006b) and it was found that the inclusion of daily 
organisational experiences (both positive and negative) in an hierarchical multiple 
regression explained significantly more of the variance in police officer job satisfaction 
than the inclusion of operational experiences alone. The addition of organisational hassles, 
contributed a further 20% predictive power, and nullified the original impact of positive 
work experiences in explaining satisfaction. This illustrates that negative organisational 
experiences can have a profound impact on a police officer's identity, and subsequently 
their vulnerability to stress development - a point which stands in contradiction to the 
conventional belief that operational duties are the cause of stress vulnerability in the 
profession. 
Furthermore, despite an almost meaningless correlation and very little influence 
when entered alongside operational uplifts, there was also a trend toward operational 
hassles making a significant positive contribution to satisfaction after the inclusion of 
organisational experiences. This indicates that the experience of operational hassles 
actually increases job satisfaction. Thus, the experience of negative operational 
experiences (e.g., arresting criminals, dealing with victims) is necessary to minimise 
vulnerability amongst police personnel, and suggests that there is a mediated effect of 
operational experiences through organisational experiences. Conceptually, this is quite 
likely, as these occupations involve personnel who enter a profession they see as providing 
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a helping role (Gist & Woodall, 2000; Haarr, 2005), with the expectation that the structure 
and culture of the organisation would support this ideal. If this is not the case, there is a 
potential for the organisation to contribute to adverse outcomes. 
3.1.4 The Importance of Organisational Factors 
The study by K.J. Burke & Paton (2006b) illustrates that when the causality of 
positive and negative outcomes is investigated, organisational factors represent a stronger 
predictor of occupational and traumatic stress than event demands. This is because, in 
contrast to the manner in which lay persons experience traumatic events, protective service 
personnel generally experience them in the context of performing routine duties associated 
with their chosen profession, and in the context of an organisational environment that 
influences patterns of interactions with such events (Gist & Woodall, 2000). Furthermore, 
while the predictive value of the organisation has previously been identified as a possible 
peripheral factor, the salience of the organisation's influence on personnel vulnerability and 
well-being is increasingly being acknowledged. 
As a consequence, the structure of an organisation can exercise a powerful influence 
over the way in which adverse events are experienced by its employees. The climate of an 
organisation represents a means for facilitating capabilities to promote coherence and 
meaning on to atypical events (Pollock, et al. 2003b), alongside its training and 
development policies. Thus, the organisation itself provides the context within which 
personnel interpret their experiences. The actions taken and promoted by the police 
organisation particularly in the provision of operational guidelines must make sense to the 
employees in terms of their occupational expectations and experiences. A breakdown in 
organisational coherence can place unexpected restrictions and frustrations on officers in 
terms of their interpretations of operational experiences, and increase their susceptibility to 
stress. Therefore, in order to ensure that police officers believe their actions can provide a 
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substantial benefit in operational circumstances, thereby justifying their professional 
identities and alleviating stress vulnerability from perceived unpredictability and 
contradiction, the maintenance of organisational coherence is vital. 
The strong impact of organisational factors on stress vulnerability for police, 
illustrates the need for a distinction to be made between three different types of event - (i) 
routine, expected traumatic exposure; (ii) daily chronic stressors and (iii) disaster related 
exposure. Each of these three areas of emergency experience brings with them a different 
set of risk factors, and different implications for the processes of adaptation, resilience and 
vulnerability. In many cases, an encounter with adversity is not a source of threat or loss to 
the individual, and may actually facilitate resilience and adaptation (e.g., Tedeschi & 
Calhoun, 2001). In the emergency services, trauma is experienced vicariously, and in many 
respects is a predictable aspect of the job, therefore, this may in fact lessen the impact on 
the officer themselves. However, if the exposure is unexpected and unique, and requires 
dramatic shifts in perception and action from the officers involved — as in a disaster — the 
potential for negative outcomes is increased (Paton, 2005). This is particularly if, as in the 
fire-fighters described by Paton (1994), the personnel involved are not equipped with the 
capacity to makes these active, perceptual changes to the disaster environment, thereby 
facilitating a loss of control in the situation. It is also important to acknowledge that, while 
not a routine part of the job, officers themselves can, for example, have their lives 
threatened in the course of their duties, and thereby experience a trauma directly. This is 
just one aspect of the law enforcement context that makes it a unique occupation. 
In this respect, police organisations have a number of responsibilities to their 
employees in terms of protection from vulnerability factors. It is the responsibility of 
training programs to prepare officers adequately for routine operational trauma exposure; to 
provide the capacity for officer's to shift conceptually into a non-routine disaster context; 
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and to maintain coherence between organisational expectations and occupational 
experiences, thereby minimising the occurrence and impact of daily chronic stressors. The 
impact of organisational factors at all levels of occupational experience illustrates the 
potential for management to instil preventative mechanisms in employees at each of these 
levels — neglect at any level will increase employee vulnerability. Furthermore, while 
many studies have examined the risk factors for traumatic stress in emergency workers 
subsequent to a specific large scale incident, very few have approached the question of 
vulnerability and resilience from the perspective of routine day to day incidents (Hodgins, 
Creamer 8c Bell, 2001). These can not be viewed in isolation, as the consequences of 
routine work will spill over into critical incident management work. 
3.2 The Current Study 
Much of the research on adjustment in policing has been conducted from within the 
psychopathological paradigm the validity of which, as a comprehensive basis for 
conceptualising stress risk, is increasingly being questioned (e.g., Devilly & Cotton, 2003; 
McNally, Bryant & Ehlers, 2003; Gist & Woodall, 2000; Wagner, 2005). A limitation of 
this traditional approach to traumatic stress vulnerability is its principal focus on critical 
incident stress and adverse operational exposure. Furthermore, while there is a growing 
body of research that suggests that organisational context represents a strong predictor of 
stress and well-being, operational stress continues to be the focus of much research 
attention. Those studies that have examined the predictive utility of organisational 
characteristics of the police organisation, have tended to do so in cross-sectional studies, 
and tend not to acknowledge the potential for positive outcomes as a function of stressful 
experiences. Finally, these studies have typically been cross-sectional, exploratory, 
discipline specific and lack a robust theoretical foundation. 
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There is a gap in the literature in terms of comprehensive, systematic and 
longitudinal investigations into the mechanisms of resilience, vulnerability and adaptation 
in the police profession. Studies within this domain can be advanced by acknowledging 
both the positive and negative influences of individual, team, operational and organisational 
characteristics in order to understand their independent effects on the well-being of police 
employees. Only in this way can a systematic framework be built towards the 
understanding of psychological distress and well-being in professions such as the police. 
To date there is no study which has systematically examined the adjustment of 
police officers during their first encounters with operational policing from both an 
organisational, individual and trauma perspective using qualitative and quantitative 
research methods. Accordingly, this project is informed by a wide range of literature, with 
emphasis on a multi-faceted approach drawn from within organisational/industrial 
psychology, stress and trauma research, health psychology, and individual differences. In 
particular, theoretical frameworks regarding organisational stress, occupational health, 
individual differences and trauma response are drawn upon in an attempt to fully explicate 
the adjustment process in new police officers. 
The overarching aim of this investigation is to examine both the positive and 
negative influences on subjective well-being for newly recruited police officers from an 
individual and organisational perspective. A secondary aim is to assess the effectiveness of 
the training provided to police recruits, with respect to the preparation of officers for 
operational duties. Particular emphasis is placed on probing the nature of the relationship 
between organisational climate and employee well-being, and interrelationships between 
these variables and individual differences. 
This chapter has examined the operational and organisational influences on stress 
and well-being for police officers and argued that the inclusion of concepts such as 
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organisational climate and daily experiences are important in establishing greater insight 
into the processes of adjustment for police officers. Together with Chapter's 1 and 2, a 
comprehensive framework for the current investigation has been established. The 
methodology utilised in the current study is presented in Chapter 4, which begins with a 
short insight into the context of Tasmania Police in terms of the selection and training 
procedures employed in the service. 
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CHAPTER FOUR 
METHODOLOGICAL CONSIDERATIONS IN EXAMINING ADJUSTMENT IN NEW 
POLICE OFFICERS 
In order to examine both the individual and organisational determinants of police 
officer adjustment, a broad methodological focus is necessary. The following chapter 
outlines the methodology utilised in the current study, and the rationale for employing a 
mixed methods design. An overview of the research design is provided, followed by a 
theoretical discussion of mixed methodologies. A brief overview of qualitative analysis 
within organisational research is presented, followed by an overview of thematic analysis 
which was the technique used to evaluate the qualitative component of the project. 
However, before considering the methodology, a brief overview of the context in which the 
study was conducted is presented. Section 4.1 below provides some information regarding 
the contextual features of Tasmania Police important to the current study and a brief 
overview of the selection and training procedures used within Tasmania Police. This 
knowledge of selection and training progression was used to inform the data collection time 
points of the current investigation. 
4.1 Policing in Tasmania 
Tasmania Police underwent an extensive internal review encompassing the period 
from 1995 to 2005. One of the changes introduced within the review period was a new 
salary and allowances package for employees of Tasmania Police (Tasmania Police, 
2004a). This new package was established in response to a recognised need for increased 
recruitment and retention of police officers in the state. A central aim was to make a 
policing career more attractive to a broader cross section of society, particularly individuals 
with tertiary qualifications. In essence, the package was seen as a mechanism to increase 
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the intellectual base of the service. In addition, there was pressure from the public for 
police to be more visible within the community and Tasmania Police recognised a primary 
need for more frontline staff to rectify this apparent disparity in public perception 
(Tasmania Police 2007a). The police recruits who participated in this study represent the 
first groups of trainees employed by Tasmania Police under this new award agreement. 
As of March 2007, the Tasmania police force employed approximately 1 245 sworn 
police officers state wide, with just under 1000 of these officers working in various police 
stations around the state (Tasmania Police, 20076), 25% of these officers were women. 
These officers serve a population of 492 741 people (IRIS Tasmania, 2007), and the service 
is organised into four geographical districts: Southern, Eastern, Western and Northern. 
Each district serves a varying population base, and according to the geographical spread of 
the district, have varying police officer to public ratios, and differing numbers of police 
stations. The variation across districts is outlined in Table 2, which indicates the lowest 
officer to public ratio in the western district which, incidentally, covers the largest 
geographical area. The southern district has the largest amount of police officers, the 
smallest amount of stations, serves the smallest geographical area, but has the second 
largest concentration of people and takes in the capital city of Hobart. 
During the two year period between January 2004 and December 2005 a total of 
161 new recruits were selected into the recruit program offered by the Tasmanian Police 
service. It should be noted that this does not include recruits who were identified as 'fast-
trackers', individuals who had served as police officers in other states and had not lapsed 
their employment in this capacity for more than 2 years. These officers were not included 
in the current study due to their potential to contaminate the data as a result of their 
previous employment, and because they were regarded differently by Tasmania police and 
only completed a small segment of the standard training program compared to the 'green' 
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recruits. While these last-trackers' had at some point gone through similar selection and 
training procedures, they also had a level of organisational and occupational experience not 
characteristic of the current group of police trainees. 
Table 2. 
Variation in Police Officer to Public Ratio across the four Police Districts in Tasmania. 
District Sub-districts Sworn PO's Ratio PO:Public Police Stations 
Southern Hobart, Glenorchy, 
Kingston 
285 1:489 10 
Western Burnie, Devonport, 
Queenstown 
232 1:465 18 
Eastern Bellerive, Bridgewater, 
Sorell 
183 1:546 20 
Northern Launceston, Georgetown, 
Deloraine, St Helens 
256 1:539 26 
Total 956 1:509 74 
Note. Data is accurate as at March 3 rd 2007 and subject to variability (Tasmania Police, 2007b). 
The trainees employed by the police service went through a rigorous selection 
process, involving aspects of physical and psychological health and social appropriateness 
testing. The selection process is geared to choose members who are likely to function 
effectively within the role of police officer, and who will work towards the operational 
vision and uphold the mission statement of the organisation (Tasmania Police, 2004b). 
Upon successful completion of the selection procedures, trainees have to complete a 32 
week live-in training course at the Tasmania Police Academy. The trainees are required to 
live at the academy from Monday to Friday, although most return to the academy Sunday 
night as training commences between 5am and 6am most Monday mornings. The academy 
provides single room accommodation for each trainee, with a separate toilet and shower, 
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and living quarters are gender segregated. The evenings tend to be kept free for the trainees 
to study or leave the academy, and families are permitted to visit in the evenings and to join 
the trainees for an evening meal. 
There are a number of components to the police training program, and trainees 
complete 19 course modules over the 32 week period (Appendix A). Achievement in these 
modules is assessed in various ways, (e.g., written assignments, role plays and exams). 
According to Tasmania Police (2004b), there is an emphasis on law enforcement, customer 
service and the social implications of policing. The course focuses on the role the officer 
will play upon becoming operational. There is a considerable emphasis in the training 
curriculum on the notion of community policing. While knowledge and understanding of 
legislation and procedures forms an integral part of the recruit course, these are taught in 
the context of their appropriate application in the community (Tasmania Police, 2006). 
The training curriculum focuses on the categorisation of people who come into 
contact with police in three ways: through their relationship with the police officer (victim, 
offender, bystander etc), their individual social characteristics (socio-economic status, 
disability, age etc) and their personal characteristics (e.g., temperament, perceptions of 
police). The training course aims to develop the knowledge and understanding of the 
influences that each of these has on an individual's behaviour and their interaction/s with 
the police. 
Within the framework of community policing, a prime objective of policing is 
identified as the preservation of life and public safety (Cowper, 2000). The training 
program aspires to develop the skills and competencies of the trainees to achieve this 
objective. However, the focus of the course is on people oriented community problems and 
the role of the police officer in assisting to resolve these issues. As such, the training 
curriculum has attempted to shift from the traditional policing model which emphasised 
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retentive learning of legislation, procedures and skills (Tasmania Police, 2007b). A three 
pronged program focus is now identified; law enforcement, customer service and the social 
implications of policing. 
The academic demands of the training program are considerable, and trainees are 
required to complete a number of written, oral, physical and role play assessments 
throughout the 32 weeks. There is an expectation that trainees will gain an extensive 
working knowledge of a range of issues including legislation, contemporary policing 
issues, operational skills and laws of evidence. The training schedule is attached as 
Appendix A. In addition, trainees take part in a week long camping experience which is 
typically conducted around week 10 of the training program. The aim of this 'camp' 
experience is to introduce a number of role play based operational scenarios, and to provide 
an opportunity to utilise operational skills in a safe environment. The camp also serves as a 
way of promoting a team atmosphere and sense of camaraderie amongst the recruits. In 
essence, it is used as an overt socialisation tool. The trainees also participate in an 
'outstations' program, where they spend three weeks attached to a police station, and while 
unable to act as a fully fledged police officer, for example, they are not allowed to carry a 
firearm, they are exposed to at least some of the 'real' components of the job. 
Final examinations occur in the week prior to graduation, and comprise both 
physical and written assessment components of which minimum standards must be met for 
the trainee to graduate to probationary constable. Upon successful completion of all 
components of the training program, the trainees participate in a formal swearing in 
ceremony, followed by a graduation parade. 
Upon successful completion of their training, the now probationary constables, are 
assigned to one of four police training stations around the state — In Hobart, Launceston, 
Devonport or Burnie (The Southern, Northern and Western districts respectively). 
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Generally, there are no new probationers assigned to the Eastern district immediately upon 
graduating, however, the final course participating in this study, saw the assignment of 
some recruits to the Bellerive police station, primarily due to the size of the course (n= 46). 
Officers remain probationary constables for the ensuing 12 months, and are 
involved in a range of front-line duties. After this 12 month period has elapsed, officers are 
required to complete a performance assessment prior to coming off their probation. This 
move off probation has implications for the level of responsibility the officer is now able to 
be given, as well as wage implications. For example, if the constable has completed a 
Bachelor of Social Science or equivalent, this academic achievement is recognised, and 
they are moved to a higher pay scale than a constable who does not have a tertiary 
qualification (Tasmania Police, 2004a). The move off probation also signals the 
opportunity for officers to sample various aspects of policing outside of front line duties, 
such as traffic, crime response unit, drug squad, public order response team (PORT). It 
also signals their capacity to apply for a transfer out of their assigned training station, and 
the possibility of being seconded to a different station or area. 
The study presented in this thesis was conducted with officers 'adjusting to 
policing' within the context of the selection, training and appointment procedures 
discussed. An overview of and rationale for the methodology employed in this study is 
presented in the remainder of this chapter. 
4.2 Method 
4.2.1 Participants. 
All police recruits who entered the Tasmanian Police Academy in 2004 and 2005 
were invited to participate in this study. A time lagged cohort, comprising the recruit 
groups (RG) from 2004 (RG 1, 2 & 3), was followed during their first 32 months of 
involvement in the police service. These 3 groups completed all five phases of the study 
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(three quantitative surveys and two qualitative interviews). The remaining 4 groups from 
2005 (RG 4, 5, 6 & 7) completed the quantitative phases of the study only. Training group 
1 of 2005 (RG 4) was followed to the follow-up phase (third survey), while the remaining 3 
groups (RG 5, 6 & 7) were followed through to the post-training phase of the study. These 
phases of participation are outlined in Table 3, where X denotes completion of a particular 
study phase. The total number of participants in each phase, along with the corresponding 
response rate is also shown. These response rates are the percentage of the number of 
officers approached to participate and those who responded in each phase. Thus the 
response rate of 68% for interview 1 represents 39 of the 56 officers comprising RG 1, 2 & 
3 who were approached to participate (these response rates are sensitive to attrition from 
the police service between phases). A 100% response rate was attained at the Baseline 
phase. 
Table 3 
Number of Participants in each Time Lagged Cohort for each Phase of the Project. 
Study Phase RG I RG2 RG3 RG4 RG5 RG6 RG7 N Response 
(Chapter / Year) (2004) (2004) (2004) (2005) (2005) (2005) (2005) Rate 
Baseline (5) X X X X X X X 161 100% 
Post-training (5/6) X X X X X X X 108 70% 
Interview 1 (7) X X X 39 68% 
Follow-up (8/9) X X X X 58 75% 
Interview 2 (10) X X X 30 53% 
n 18 21 18 21 16 20 46 
Note. RG1 = Recruit Group 1, Training Group 1 of 2004; RG2 = Recruit Group 2, Training Group 2 of 
2004; RG3 = Recruit Group 3, Training Group 3 of 2004; RG4 = Recruit Group 4, Training Group 1 of 2005; 
RG5 = Recruit Group 5, Training Group 2 of 2005; RG6 = Recruit Group 6, Training Group 3 of 2005, RG7 
= Recruit Group 7, Training Group 4 of 2005. 
X denotes completion of this phase. 
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4.2.2 Design. 
This study was condUcted utilising a prospective, longitudinal mixed method 
design, employing both quantitative and qualitative methodologies. The time phases of the 
study were chosen to represent the major promotional accomplishments of the officers. 
The post-training point is obviously an important milestone for the officers, as it represents 
the completion of 8 months of intensive in-house training, and marks the return to a 
somewhat 'normal' mode of every-day functioning. In addition, it also marks their 
transition from trainee officer to probationary constable, and the beginning of a new job 
role. The follow-up phase at 12 months of operational duties (20 months of organisational 
involvement) also represents a major promotional achievement, as it is after this period of 
time that most officers are taken off probation. The final point, interview 2, occurred 18 
months to 2 years after officers had completed their training (26-32 months of 
organisational involvement). As there is no articulated theory for the specification of time 
lags in organisational research (Miles, 1975), these time lags were considered appropriate 
to examine changes in reported levels of stress and coping, and changes in perceptions of 
organisational experiences due to their relevance and significance in defining the new 
officer's career. 
4.2.3 Quantitative Phase Materials. 
As the project utilised a within subjects design, changes in some constructs over 
time were examined. Thus, officers completed some surveys on more than one occasion. 
The instruments used at each time point are shown in Table 4. During the Baseline phase, 
the constructs of Personality, Coping, Stress, Trauma Experiences, Symptoms of Traumatic 
Distress and Positive change following Trauma were assessed. Coping and Stress were 
also measured during the post-training phase, and organisational level variables were also 
measured at this point — Positive and Negative Organisational Experiences, Organisational 
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Climate and Job Satisfaction. All variables, with the exclusion of personality, were 
measured again at the follow-up time point. 
Table 4 
The Concepts Examined at each phase of the Project. 
Concept 	 Instrument 	 BL 	PT 	FU 
Personality 
Coping 
CPF (stress) 
Trauma Experiences 
Symptoms of Traumatic Distress 
Positive change following trauma 
Positive & Negative Occupational 
Experiences 
Organisational Climate 
Job Satisfaction 
NEO-FFI (Costa & McCrae, 1989). 
COPE Inventory (Carver, Schier & 
Weintraub, 1989). 
HSCL-21 (Green, Walkey, McCormick, & 
Taylor, 1998). 
Traumatic Stress Schedule (Norris, 1992). 
IES-R (Weiss & Marmar, 1997). 
PTGI (Tedeschi & Calhoun, 1996). 
PDHUS (Hart, Wearing & Heady, 1993, 
1995). 
Adapted TCI (Anderson & West, 1998; K.J. 
Burke & Paton, 2006). 
JSI (Brayfield & Rothe, 1984). 
X 
Note. BL = Baseline Phase, PT= Post-training Phase, FU = Follow-up Phase. 
CPF = Current Psychological Functioning. 
X denotes construct was measured during this phase. 
4.2.3.1 Personality. The NEO-Five Factor Inventory (NEO-FFI), (Costa & 
McCrae, 1989) was used to establish the personality profiles of the police recruits. The 
NEO-FFI is a shortened version of the Revised NEO Personality Inventory (NEO PI-R) and 
provides a measure of five domains of adult personality: Neuroticism (N), Extraversion (E), 
Openness to Experience (0), Agreeableness (A), and Conscientiousness (C). Domain 
scores were used for all analyses. Participants are required to rate their level of agreement, 
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from strongly disagree to strongly agree with the 60 items on a 5-point scale; strongly 
disagree attracts a score of 0, and strongly agree a score of 4. A neutral rating is scored as 
2. The NEO-FFI factors show correlations between 0.75 (C) and .89 (N) with the full-scale 
NEO-PI valid imax factors. Internal consistency reliabilities for the NEO-FFI range from 
0.68 (A) and 0.86 (N) and test-retest reliabilities range from 0.79 (E and 0) to 0.89 (N) 
(Costa &McCrae, 1992). 
4.2.3.2Coping. The COPE Inventory (Carver, Scheir & Weintraub, 1989) was used 
to examine the type and frequency of coping mechanisms reportedly used by the recruits 
when faced with stressful experiences. The COPE has 52 items, comprising 14 subscales 
(Table 5), including both adaptive and maladaptive strategies. Participants were asked to 
respond utilising the dispositional response format outline by Caver et al. Responses were 
made on a 5 point scale, where 1 = I don't do this at all, and 5 = I do this all the time. 
Scores were obtained by summing the responses to each question for the relevant 
dimension. Carver et al. (1989) examined the internal consistency of each of the subscales 
measured by the COPE and found them to be acceptable overall, with Cronbachs alphas 
ranging between .63 (Behavioural Disengagement) and .92 (Turning to Religion). 
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Table 5. 
Dimensions of the COPE Inventory outlined by Carver, Schier & Weintraub (1989). 
Scale 	 Description 
Active Coping 
Planning 
Suppression of Competing 
Activities 
Restraint Coping 
Seeking Social Support — 
Instrumental 
Seeking Social Support - 
Emotional 
Positive Reinterpretation 
Acceptance 
Turning to Religion 
Focus on and Venting of 
Emotions 
Denial 
Behavioural 
Disengagement 
Mental Disengagement 
Alcohol/Drug 
Disengagement 
the process of taking active steps to remove or circumvent a stressor or to 
ameliorate it's effects. 
thinking about how to cope with a stressor. It involves coming up with action 
strategies and thinking about how to solve a problem. 
putting other projects aside, trying to avoid becoming distracted by other events, 
even letting other things slide if necessary in order to deal with the stressor. 
waiting until an appropriate opportunity to act presents itself, holding oneself 
back and not acting prematurely. 
seeking advice, assistance or information. 
getting moral support, sympathy or understanding. 
similar to the idea of positive reappraisal, involves a reinterpretation of the 
situation/stressor in a more positive light. 
accepting the reality of the situation faced, indicates that the person is engaged 
in an attempt to deal with the situation/stressor 
the general tendency to turn to religion in times of stress 
the tendency to focus on whatever distress or upset one is experiencing and to 
ventilate those feelings 
reports of refusal to believe that the stressor exists or of trying to act as though 
the stressor is not real 
reducing one's efforts to deal with a stressor, even giving up the attempt to 
attain a goal the stressor is interfering with. 
distraction of one from thinking about the behavioural dimension of goal with 
which the stressor is interfering. 
the use of alcohol or drugs to remove thought and activity from the goal with 
which the stressor is interfering. 
4.2.3.3 Current Psychological Functioning. The Hopkins Symptom Checklist — 21 
(HSCL-21, Green, Walkey, McCormick 8c Taylor, 1988) was used to ascertain the current 
level of participant's stress at point of entry to the academy. The HSCL-21 is a self-report 
symptom-rating inventory designed to measure symptoms of psychological stress and was 
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adapted from the original 58 item Hopkins Symptom Checklist. The scale was not 
designed as a trait measure, but rather as a measure of respondent's reactions to what 
happened in the last seven days. The 21 items have been shown to produce three stable 7- 
item subscales (Green et al. 1988). These are general feelings of distress (GD); somatic 
distress (SD); and performance difficulty (PD). Respondents were asked to indicate how 
much of each of the 21 symptoms they had experienced over the last seven days on a four 
point scale where 1= not at all and 4= extremely. The numerical responses are summed for 
each of the seven item subscale scores. Scores for the three subscales are then summed to 
produce the total distress score which can range from 21 to 84. 
The validity of the HSCL-21 as a means of assessing subjective, psychosomatic, 
and behavioural responses to stress has been demonstrated (Green, et al. 1989). Green et 
al. (1988) assessed reliability of the scale with a group of 203 New Zealand university 
students. Split-half reliability's for the subscales ranged from .80 to .89 with Cronbach's 
coefficient alpha scores ranging from .75 to .86; the corrected split-half reliability for the 
total scale was .91 with a Cronbach's coefficient alpha of .90. These reliability scores were 
only slightly lower than those of a group 490 New Zealand university students using the 
58-item HSCL. For this group (N = 490) split-half reliabilities ranged from .77 to .94. 
Coefficient alphas ranged from .75 to .90. The total distress score had a split-half 
reliability of .94 and a Cronbach's coefficient alpha of .92 (Green et al. 1988). 
4.2.3.4 Prior Trauma Experiences. The Traumatic Stress Schedule (TSS, Norris, 
1992) is a short self-report measure designed to assess the occurrence and impact of 
traumatic stress in the general population. In this phase of the current study the TSS was 
used to collect lifetime frequencies on nine categories of traumatic events, and to obtain 
qualitative data on the worst lifetime experience to date reported by each individual recruit. 
The TSS is comprised of eight traumatic events, and two additional items, the first of which 
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asks if the respondent has experienced any other shocking or disturbing experience that has 
not been mentioned yet, how many times it occurred and how long ago. The second asks 
respondents to describe in detail the 'worst thing that has ever happened' to them, and how 
long ago this event occurred. For the eight traumatic event items respondents were asked to 
report if they had ever been involved in each specific event, how many times it had 
occurred, and how long ago the last event occurred 
The eight event questions were asked in terms of an individual's personal 
experience of a specific event, for example military combat (e.g., 'Did you ever serve in 
military combat, or in peacekeeping duties?'). Other questions concerned physical assault 
(e.g., 'Have you ever been assaulted, injured or had your life placed under threat by another 
person?') sexual assault (e.g., 'Has anyone ever made you have sex by using force or threat 
of force or threatening to harm you?'). The remaining events examined were robbery, fire, 
disaster, tragic death, and motor vehicle accident/s. A reliability study by Norris (1992) 
found the TSS to be internally consistent (a = .75). Norris reported that studies from six 
south-eastern USA cities had found stable frequencies of exposure to one or more traumatic 
events, with individual lifetime exposure ranging from 62% to 75% (with an average of 
69%). A study by Buchanan et al. (2001) with the New Zealand Police found 70% of 
police recruits had had some form of traumatic event exposure, according to the items on 
the TSS, prior to joining the police. 
4.2.3.5 Symptoms of Traumatic Distress. The Impact of Events Scale - Revised 
(IES-R) (Weiss & Marmar, 1997) is a 22 item self-report measure designed to capture an 
individual's level of symptomatic response to specific traumatic stressors. It measures 
symptom responses in three domains; intrusion, avoidance and hyperarousal, and parallels 
the DSM-IV diagnostic criteria for PTSD. It is commonly used as a screening tool to 
ascertain possible clinical levels of posttraumatic distress, however, PTSD is not diagnosed 
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using the IES-R alone, individuals must also undergo a psychological interview and 
evaluation for the diagnosis of PTSD to be made. 
The IES-R requires respondents to read a list of commonly occurring adjustment 
difficulties and indicate the degree of distress they have experienced from these symptoms 
during the past 7 days. Responses are made on a five point scale, where 0= not at all and 
4= extremely. Scores are obtained by summing participant responses to each statement. 
Note here that in the current study the equal interval approach advocated by Weiss and 
Marmar (1997) is utilised, not the 0,1,3,5 unequal scoring approach adopted by Horowitz et 
al. (1979) when developing the original Impact of Events Scale. 
The validating psychometric properties for the IES-R are reported by Weiss and 
Marmar (1997) and were obtained from two separate studies. The first examined four 
categories of emergency response personnel (police, fire-fighters, paramedics and 
emergency medical technicians) and California highway department workers and their 
responses following the Loma Prieta Earthquake in 1989, and the collapse of the 1-880 
freeway. Respondents were recruited on the basis of whether they had been involved in the 
rescue efforts following the 1-880 collapse, or if they lived and had worked in the San 
Francisco Bay area the day of the earthquake, but had not worked the 1-880 collapse 
(forming 2 distinct groups for comparison). A group of emergency personnel from the San 
Diego area were recruited as a control group Participants were tested at 2 time points. In 
this study, internal consistency for the three subscales of the IES-R was found to be very 
high, and consistent, at both time points (see Table 6 below). 
The second study described by Weiss and Marmar (1997) comprised participants 
who experienced the Northridge Earthquake in the Los Angeles area in 1994. This study 
examined employees of two insurance companies who were affected in terms of both home 
and workplace. Data was collected approximately 6 weeks after the earthquake, and 
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follow-ups conducted approximately 6 months after the initial assessment. Again, the 
estimates of internal consistency for each subscale are very high and remain consistent 
across the phases of the study. 
Table 6 
Cronbach's Coefficient Alpha Statistics for the IES-R in Two Validation Studies Reported 
by Weiss and Marmar (1997). 
Intrusion a 	Avoidance a Hyperarousal a 
1-880 Study (1989) 
Time 1 	.87 	.85 	 .79 	429 
Time 2 	.87 	.86 	 .79 	317 
Northridge Study 
(1994) 
Time 1 	.91 	.84 	 .90 	197 
Time 2 	.92 	.85 	 .89 	175 
4.2.3.6 Positive Changes Following Trauma. The Posttraumatic Growth Inventory 
(PTGI) (Tedeschi & Calhoun, 1996) has 21 items designed to measure the extent of 
positive changes an individual perceives as a result of adjustment following a traumatic 
incident. Responses are made on a 6 point scale where 0= I did not experience this change 
and 5= I experienced this change to a very great degree. Five facets of posttraumatic 
growth are measured by the PTGI; (i) Relating to others examines the extent of reported 
change in an individual's relationships with other people, (e.g., 'I have a greater sense of 
closeness with others') (ii) New Possibilities considers changes that may have occurred in 
an individuals view of themselves and their life purpose, (e.g., 'I am able to do better things 
with my life') (iii) Personal Strength relates to the individuals feelings of being able to rely 
on themselves to effectively cope with life experiences, (e.g., 'I am better able to accept the 
way things work out') (iv) Spiritual Change examines changes in religiosity or spirituality 
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as a result of a traumatic event, (e.g., 'I have a stronger religious faith') (v) Appreciation of 
Life examines changes in the ways individuals consider their lives, (e.g., 'I have a greater 
appreciation for the value of my own life'). 
The PTGI was used to provide an indication of changes in personal well-being 
following the same 'crisis' event examined for the IES-R. The PTGI has demonstrated 
high internal consistency with a Cronbach's coefficient alpha of .90 (Tedeschi & Calhoun, 
1996). The factors also show high internal consistency with Cronbach's coefficient alpha 
scores as follows: new possibilities, a = .84; relating to others, a = .85; personal strength, a 
= .73; spiritual change, a = .85; and appreciation of life, a = .67. Calhoun et al. (2000) 
utilised a sample of 28 people to check test-retest reliability over two months; and found 
that test-retest reliability for the PTGI was adequate, r = .71 for the full-scale test. 
4.2.3.7 Positive and Negative Occupational Experiences. Positive and negative 
work experiences were measured using the police daily hassles and uplifts scale (PDH1JS) 
(Hart, et al. 1993; 1995a). This instrument provides two separate scales, which enables 
researchers to identify the daily work experiences appraised as positive (beneficial to well-
being) and negative (detrimental to well-being) by police officers. The instrument is 
designed to measure chronic or recurring work stressors rather than major and/or life-
changing events. Hart et al. (1993) reported that the hassles and uplifts dimensions can be 
reassigned to form categories of organisational and operational experiences (Figure 2). 
Thus, the scales also make provision for examining the differences in daily organisational 
and operational experiences. Operational hassles and uplifts are those experiences that 
stem from tasks specific to police work (e.g., delivering a death message, wasting time at 
court, obtaining an admission from a crook). In contrast, organisational hassles and uplifts 
refer to those experiences that could occur in any organisational setting (e.g., poor 
communication, insufficient resources, or mismatch between policy and procedure). 
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Each scale was presented separately by Hart et al (1993, 1995) and this form of 
presentation was maintained in the current study. However, no instructions are provided as 
to the order of presentation of the scales and thus their order was alternated for the present 
investigation. The scales were kept together in the test booklets, but for some participants 
the hassles scale followed the uplifts scale, while for others the scales appeared in the 
opposite order. This accounted for any apparent bias in presenting a negative scale 
followed by a positive scale and vice versa. 
On the hassles scale respondents were asked to 'indicate the degree to which each 
experience has hassled or bothered you as a result of your work during the past six months'. 
The hassles scale consists of 86 statements, which correspond to 19 daily experience 
components; these are described in detail in Table 7. Participants rated their answers on a 
five point Likert scale where 0= definitely does not apply to me; and 4 = strongly applies to 
me. The uplifts questionnaire is comprised of 50 experience statements, corresponding to 
11 components of daily experiences (Table 8). The uplifts scale asks respondents to 
'indicate the degree to which each experience has made you feel good as a result of your 
work during the past six months'. Responses are made on the same five-point scale as the 
hassles questionnaire, consistent with the instrument validated by Hart et al. (1993). 
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Figure 2. 
Assignment of dimensions of police daily hassles and uplifts scale to examine organisational and operational work experiences. 
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Table 7. 
The sub-scales of the Police Daily Hassles Scale. 
Subscale 	 Description 
Operational Hassles 
Frustration 
External 
Victims 
Activity 
Complaints 
Danger 
People 
Workload 
Driving 
Examines the potential feelings of frustration on the job from events such as 
hoax calls and abuse from offenders/victims and/or their family and friends. 
Deals with the potential for officers to experience unfair criticism from, and 
to be the subject of unreasonable expectations from the public, other health 
professionals, law enforcement and justice officials. 
Examines officer perceptions of the situations they may face when attending 
to a victims of crime. 
Deals with the potential on the job hassles of interruptions at meal times, 
quick changeovers and pace changes. 
Deals with the handling of complaints by the department, and those made by 
the public. 
Examines the potential dangers faced by officers on the job. 
Examines officer perceptions of the inherent responsibility for other people 
and their lives. 
Examines officer perceptions of the amount of work they must accomplish 
on a shift. 
Deals with the demands of driving and sharing the road with possible 
offenders faced by officers on the job. 
Organisational Hassles 
Communication 
Administration 
Supervision 
Ratings 
Coworkers 
Morale 
Individual 
Amenities 
Equipment 
Promotions 
Examines aspects of officer-officer and officer-department communications. 
Examines administrative procedures such as paperwork, policies, regulations 
and operational guidelines. 
Examines the adequacy, quality and level of staff supervision, from the 
employee perspective. 
Examines rating system of the organisation. 
Examines officer perceptions of co-workers who may not be 'up to scratch'. 
Examines perceptions related to the overall morale of the station and work 
environment. 
Examines officer's perceptions of their place in the service and their feelings 
about the job. 
Deals with the perceptions of adequate provision of amenities and facilities 
for officers. 
Examines perceptions of equipment availability and adequacy. 
Deals with studying and examinations for work purposes. 
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Table 8. 
The subscales of the Police Daily Uplifts Scale. 
Subscale 	 Description 
Operational Uplifts 
Offenders 
Victims 
Rosters 
Deals with the potential positive aspects of the job such as 
successful resuscitation and delivering a baby 
Examines the potential positive aspects of helping the public, 
from the perspective of the officer 
Officers perceptions of shifts and assigned working hours 
Organisational Uplifts 
Decision Making 
Workload 
Co-workers 
Administration 
Amenities 
Supervision 
Promotions 
Family 
Examines officer perceptions of positive decision making and 
responsibility 
Examines officer perceptions of the amount of work they must 
accomplish on a shift 
Deals with the potential for positive interactions and perceptions 
of co-workers 
Examines officer perceptions of potential positives from the 
correct application of policies, rules and operational guidelines 
Deals with the perceptions of adequate provision of amenities and 
facilities for officers. 
Examines the adequacy, quality and level of staff supervision, 
from the employee perspective. 
Examines officer perceptions of opportunity for and fairness in 
the promotions process 
Examines the perceived impact of the job on family 
Hart et al (1993, 1995) developed the PDHUS with police officers employed by 
the Victorian police department. Thus, its development within an Australian context 
makes its use in this study particularly appropriate. The initial validation of the 
instrument took place with 330 respondents who formed part of a stratified sample taken 
from all ranks of the Victorian police service. Consistent with the gender split of the 
service at the time, 88% of respondents were male (Hart et al. 1993). A further 
confirmatory factor analysis of the dimensions of the scale posed in the initial 
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investigation was conducted with 175 respondents from the original validation sample, 
and another 197 officers who completed the PDHUS as part of a cross-sectional study. 
The confirmed factor structure can be seen in Figure 2, and reliability indices indicate 
the internal structure of the instrument to be acceptable for each factor (Table 9). The 
Table also shows the reliability indices for the PDHUS for a study conducted by K.J. 
Burke & Paton (2006) with Tasmanian emergency service workers, including police 
officers, indicating good internal consistency and reliability of measurement. This study 
found that the factor structure of the PDHUS was consistent for Tasmanian police 
officers, further indicating its appropriateness for use in this study. 
Table 9. 
Comparison of Coefficient alpha indices of the PDHUS factors found by Hart et al. 
(1993) and K.J. Burke & Paton (2006). 
PDHUS Factor 
	
Hart et al (1993) 	K.J. Burke & Paton (2006a) 
Organisational Hassles 	 .87 	 .96 
Organisational Uplifts 	 .81 	 .94 
Operational Hassles 	 .83 	 .97 
Operational Uplifts 	 .77 	 .96 
N 330 	 315 
4.2.3.8 Organisational Climate. This construct was measured using an adapted 
version of the short form of the Team Climate Inventory (TCI) (Anderson & West, 
1998), which measures five separable dimensions of climate — vision, participation 
safety, support for innovation, task orientation and interaction frequency (Table 10). 
The instrument measures both the shared perceptions of how things are within a team 
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environment, such as that advocated by the police organisation, and the ways in which 
the group identifies problems, generates and then implements solutions and renews 
objectives. It provides an overview of the strengths and weaknesses of the group as a 
whole and can also be used to examine the effectiveness and development of the group 
over time. The instrument consists of 44 questions, 3 of which are negatively scored. 
Participants are asked to indicate how true they regard each of the statements made with 
respect to themselves, their colleagues and their workplace. Answers are made on a 5 
point Likert scale, where 1= not at all and 5= completely. 
Table 10. 
Dimensions of the Team Climate Inventory (Anderson & West, 1998). 
Subscale 	 Description 
Vision refers to information about members' views on the clarity, 
sharedness, attainability and value of the organisational 
objectives of the Police service. 
Participation Safety 	the measure taps three dimensions; influence over decision 
making, information sharing and perceived safety of the 
workgroup. 
Task Orientation 	measures the extent to which excellence is promoted in the 
division/ district's work and the level of facilitation of 
constructive controversy. 
Support for Innovation 	the extent to which time, cooperation, practical support 
and resources are given by divisional/district members to 
implement new ideas and proposals. 
Interaction Frequency 	the extent to which the interaction of employees, both in 
and out of work is facilitated. 
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The initial validation of the TCI was conducted amongst the senior management 
teams of 27 major hospitals across the UK (N= 155). A further 121 groups across 4 
occupations (35 primary health care teams, 42 social service teams, 20 psychiatric teams 
and 24 oil company teams; N= 971) were used to apply confirmatory factor analysis 
techniques to the data (Anderson & West, 1998) which indicated acceptable levels of 
reliability and validity (Table 11). Similar levels of reliability were found by Burke & 
Paton (2006) when adaptations of the scale were made to reflect the divisional/district 
structure of the teams under which police, fire and ambulance organisations operate. 
K.J. Burke and Paton's study was conducted with Tasmanian protective service 
employees, thus the adaptations made in their study were utilised in the current 
investigation of the new police officers in the Tasmanian Police Service given the 
acceptable levels of reliability found amongst this population. 
4.2.3.9 Job Satisfaction. Job Satisfaction was measured by the Job Satisfaction 
Inventory (JSI) (Brayfield & Rothe, 1984), which provides a single indicator of global 
job satisfaction. It comprises 18 statements, nine of which are negatively keyed. 
Respondents are asked 'for each of the following statements please indicate which best 
describes your opinion about your job'. Responses were made according to a five point 
scale where 1= strongly disagree and 5=strongly agree. The JSI score is calculated by 
summing the score response for each statement. Reliability statistics indicate good 
internal consistency, Cronbach's alpha = .91. The JSI was also used as part of a battery 
of tests conducted with Tasmanian protective service employees (K.J. Burke & Paton, 
2006) yielding similar reliability statistics amongst the police population (Cronbachs 
alpha = .92; Equal length Spearman Brown r= .89). 
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Table 11. 
Reliability indices for the original TCI (Anderson & West, 1998) and adapted TCI forms 
(K.J. Burke & Paton, 2006). 
Scale/Study 	 Anderson 8c West (1998) 
	
K.J. Burke & Paton (2006) 
Vision 
Participation Safety 
Task Orientation 
Support for 
Innovation 
Interaction 
Frequency 
Population  
.94 
.89 
.92 
.92 
.84 
Health care teams, social 
service teams, psychiatric Officers 
teams, oil company teams 
.98 
.93 
.94 
.95 
.92 
Police, Ambulance and Fire 
N 
	
155 (Initial) 
	
315 
971 (Confirm) 
Note. Initial = Initial Validation Sample, Confirm = Confirmatory Validation Sample. 
4.3 Methodological Rationale 
The results of the project are presented in subsequent chapters in time sequence 
order, with chapter 5 examining individual characteristics brought into the police 
profession, and the changes in stress and coping as officers move into operational duties. 
Chapter 6 examines the occupational experiences of officers upon the completion of 
training, and this data acts as a base for the examination of changes in the reported 
frequency and perceptions of these experiences. Chapters 5 and 6 are expanded upon in 
Chapter 7 which presents a thematic analysis of interview 1 and offers a critical 
overview of the results of the baseline and post-train phases in conjunction with an 
examination of officers' perceptions of their policing experience to that point. Chapter 8 
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follows up officer's exposure to potentially traumatising events on the job and Chapter 9 
examines the quantitative changes in occupational experiences and perceptions over the 
course of the study. Chapter 10 provides a critical overview of officers perceptions of 
their experiences in policing after 2 years of operational duties based on a thematic 
analysis of interview 2. Standard inferential statistical analyses were conducted on the 
quantitative survey data, while organisational thematic analysis was applied to the 
interview data. 
4.3.1 Combining Quantitative and Qualitative Methodologies. 
The merit of qualitative methodological approaches, and the richness of the data 
afforded in qualitative research, is increasingly being recognised as having the ability to 
make valuable contributions to psychological literature and investigation. Qualitative 
methodologies locate experience within the 'life worlds' of the people who participate 
and in doing so can offer a richer and more in depth understanding of individual's social 
realities than is necessarily provided using quantitative methodologies (Flick, von 
Kardoff, & Steinke, 2004). The two approaches are often believed to function in 
opposition to each other, and to some extent, operate on differing assumptions about the 
way in which reality is constructed. They have developed in parallel, and the major 
difference lies in the forms of experience each approach considers methodologically 
verifiable and therefore in what is admissible as acceptable experience. 
The underlying epistemological principle espoused by qualitative research is the 
understanding of complex relationships, rather than explanation by isolating a single 
relationship, the classic being cause and effect underlying the scientific approach 
adhered to in quantitative psychological research (Gravetter & Forzano, 2006). Thus, 
the aim of the qualitative approach is to understand social reality as a result of the 
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meaning and contexts that are jointly created in social interactions (Flick et al. 2004). 
These approaches stem from constructivist and interpretivist perspectives which argue 
that for human behaviour to be understood, the meanings and interpretations people give 
to aspects of their existence (e.g., their actions, actions of others, situations and events) 
need to be deciphered and explained. The data collection, analytical and interpretive 
procedures in qualitative research are considerably bound by the notion of contextuality 
(see Flick et al. 2004; Hansen, 2006). For example, data is collected in the natural 
context of participants, and statements are analysed in the context of an extended answer 
or a narrative, or within the total course of an interview. Many qualitative approaches 
assume that reality is created interactively, and only becomes meaningful subjectively. 
That is, reality is transmitted and becomes effective by collective and individual 
instances of interpretation (Boyaztis, 1996; Flick et al. 2004; Hansen, 2006). It follows 
then that communication takes a predominant role in such approaches, and this is 
reflected in the dialogic character of many qualitative data collection methods. 
Communication and contextuality are integral aspects of the qualitative research process. 
The physical aspects of the world are seen to exist independent of the social, thus the 
world is seen as a social construction driven by context, communication and subjective 
interpretations of these. 
In contrast, quantitative studies, particularly in psychology and other scientific 
disciplines, tend to seek statistical representivity, where generalisability of the results is 
frequently the ideal (Gravetter & Forzano, 2006; Tilley, 2001). In order to meet this, 
there is a high degree of standardisation and control required in methods of data 
collection. Central value is attached to the researcher's level of objectiveness, and this is 
ensured by the researcher's independence from the object of the research. Predictions of 
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findings are made prior to the commencement of the research, and in psychological 
research the principles of scientific methodology are upheld. Quantitative approaches 
are positivist in nature and hold that the world can be investigated utilising the scientific 
approach, and that there is an independent reality external to the researcher (Jackson, 
2006). Some argue that the methodologies are not compatible because one relies on the 
investigator's subjective perceptions, while the other strives for control and 
standardisation in an external reality (See Flick et al. 2004 and Flick, 2006). The two 
methods, however, when research questions correspond, can be used in combination 
(Kelle & Urzberger, 2004; Hansen, 2006), and combining the two in the same project 
can enhance detail, and facilitates comprehensive enquiry. 
Qualitative methods are suitable for investigating meanings, interpretations, 
social and cultural norms and perceptions that may impact on, for example, health 
related behaviours (Hansen, 2006). In contrast, quantitative methods offer quantifiable 
outcomes, generalisability of results and predictability in the context of a more unified 
theoretical base (Tabachnick & Fidell, 2001; Tilley, 2001). von Rosential (2004) 
argues that if knowledge is the primary aim of research then the falsification strategies 
characteristic of quantitative approaches, and the exploratory procedures of qualitative 
methods can be effectively combined and are indeed complimentary. 
4.3.2 Complimentary combinations of methodologies. 
The three most common ways of combining quantitative and qualitative 
methodologies are using qualitative research as an exploratory stage within a larger 
quantitative based project, using each approach to explore different aspects of the same 
research question, and comparing the results of each method for the purpose of 
validation. Hansen (2006) provides detailed information regarding each of these 
Chapter 4 	 99 
approaches, and Kelle & Urzberger (2004) offer an in-depth analysis of many different 
ways of combining quantitative and qualitative approaches in the same project. The 
approach taken in the current study is to utilise both methodologies to investigate 
different aspects of the same problem, and in the development and validation of 
interview schedules. The ensuing discussion introduces these two approaches to 
combining methodologies in a complimentary way and outlines the way in which each is 
utilised in a complimentary, efficient and successful manner within the current study. 
4.3.2.1 Combining Approaches. The use of qualitative and quantitative 
methodologies in tandem can be complimentary if the results are approached in an 
additive fashion, where the outcome reached is impossible without the use of both 
methods (Sale et al. 2002; Pope & Mays, 2000). The results from the different 
methodological approaches are discussed in relation to each other in order to provide 
new insights into the constructs being investigated. The results are not, however, used to 
confirm or validate each other. In fact, Sale et al argue that because the underlying 
principles of each method are different, they implicitly examine different phenomena 
and therefore cannot be used for cross-validation purposes. 
Kelle & Urzberger (2004) describe this utilising two terms, stating the 
researchers should be looking for aspects of complementarity and divergence between 
the outcomes of the two approaches. Complementarity, in this sense, refers to 
qualitative procedures being used after the administration and analysis of quantitative 
data, perhaps in the form of a survey or questionnaire, in order to 'fill gaps in 
explanations' (Kelle & Urzberger, 2004, p. 175). Thus, the statistical relationships 
produced are explained in further detail by returning to participants after the quantitative 
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study phase and probing further about the quantitative responses made. The resultant 
outcome and explanation could not be achieved by either procedure alone. 
In contrast, divergence, according to Kelle & Urzberger (2004), refers to any 
apparent contradictions between the results of the two procedures, and can often be the 
case when comparing quantitative and qualitative outcomes, primarily because of the 
differences in focus of the two methods. However, contradictions in results can be 
explained to two ways; as a consequence of methodological error or as an indication of 
theoretical inadequacy. In the second case, divergent outcomes offer the opportunity for 
modification and revision of the theoretical framework being explored, but only if all 
possible methodological artefacts are excluded. Kelle & Urzberger caution however, 
that any newly developed concepts and modifications to existing theory require 
additional empirical verification. This approach to combining methodologies examines 
the commonalities and differences in the results, with the aim of elaboration of 
explanation for their occurrence. This is in contrast to the process of validation which is 
primarily aimed at the determination of whether something is measuring what it claims 
to measure. 
According to Hansen (2006), the validation approach to combining 
methodologies is strongly influenced by the positivist perspective underlying 
quantitative research and the scientific approach venerated within psychological research 
and analysis. In this approach, the results of qualitative research are used as a method of 
validating the results of quantitative research. This is seen as a form of triangulation 
which can be used for cross-checking, confirming and validating findings, and also 
increases the 'completeness' of the data (Beagly, 1996; Hansen, 2006). It should be 
noted that validation is often and perhaps more commonly conducted in the opposite 
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direction, by completion of a qualitative study followed by the development of a 
questionnaire or survey instrument which is used to validate the qualitative results. 
However, as this type of validation procedure is not used in the current study, only the 
first form (qualitative used to validate quantitative results) is explored here. 
Kelle & Ulzberger (2004) refer to this form of validation as convergence. Where 
one set of results converge with another and thus validate the other set. In order to 
achieve this, Kelle and Ulzberger argue that the data cannot act in either a 
complimentary or divergent way, as they cannot represent different facts which taken 
together represent an appropriate overall picture. The sets of data must, as a matter of 
necessity relate to the same phenomena and provide matching or identical results rather 
than act in a complimentary way. However, qualitative questioning can be guided by 
information attained in quantitative phases of an investigation if they maintain the same 
conceptual framework, thus the approaches are operating in a convergent, validating 
way by maintaining theoretical focus. The questions posed are related to the same 
phenomena, but this does not exclude the possibility of results being examined for 
complimentary or divergent patterns. Thus, the interview structure is developed from 
quantitative outcomes in a convergent way. The current study uses the 
convergent/validation approach to combining methodologies in this way. 
4.3.2.2 Triangulation. Triangulation refers to the use of multiple theoretical 
perspectives, data gathering techniques and data analysis in the same study (Flick, 
2006). There is some inconsistency in the types of triangulation identified in the 
literature. While most authors identify four types, although Kimchi et al. (1991) identify 
six, there is not always agreements on what these four types are (see Denzin, 1989; 
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Dollard & de Jonge, 2003; Flick, 2006). Accordingly, there appears to be five types of 
identifiable triangulation techniques, and these are presented in Table 12. 
Table 12 
Different types of Triangulation Techniques Used in Mixed-Methodological Research. 
Type of Triangulation 	 Definition and Explanation 
Data 	 Use of multiple data sources (e.g., individuals, focus groups, self-report 
instruments, organisational records of performance) — enables study of 
phenomena at different times, places and from different persons 
Investigator 
	
	Different observers or interviewers are employed to detect or minimise 
biases from the researcher. 
Systematic comparison of different researchers influences. 
Theory 	Two or more conceptual frameworks are used to explore a single 
phenomenon. The primary purpose is to extend possibilities for producing 
knowledge 
Methodological 
	
The simultaneous use of two or more methodologies. Two subtypes. 
Within-method (e.g., different subscales for measuring an item in a 
questionnaire) and between-method (e.g., combine the questionnaire with a 
semi-structured interview). 
Analysis 	Use of different methods of analysis to investigate the same phenomenon 
(e.g., multivariate statistics and content analysis) 
A sixth type of triangulation is discussed by Hansen (2006) and Kimichi et al. as 
that of multiple triangulation, which is the use of more than one triangulation technique 
in the same research project or to investigate the same event. This is the approach used 
in this study. For example, the complementarity process discussed above is a form of 
analysis triangulation, which according to Hamilton and Bechtel (1996) assists in the 
development of a richer perspective and understanding of the participant's experiences. 
As discussed in the introductory chapters, multiple theoretical frameworks have been 
employed in order to better understand the phenomenon of officer adjustment, thus the 
project employs theory triangulation. 
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The ultimate aim of triangulation is to strengthen data analysis and ensure the 
confirmability and completeness of the research findings. This form of multiple 
theoretical application and data analysis is becoming increasing popular within 
organisational research and, according to Dollard and de Jonge (2003), has the potential 
to overcome a number of the limitations posed by the application of a single theoretical 
framework and the use of a single research methodology and analysis. According to Lee 
(1999) the use of triangulation in organisational research allows the effective and 
simultaneous investigation of 'how and what' accompanied by 'how much', referring to 
qualitative and quantitative methods and analysis respectively. 
Importantly, Lee (1999) suggests that there is a middle ground that can reconcile 
the differing philosophies of the two approaches. He argues that members of an 
organisation, at least to some extent, are involved actively in the 'social construction of 
reality and sense making' (Lee, p.10) within that organisation. Simultaneously, there is 
also some systematic regularity within an organisation. While this is not complete 
uniformity, this regularity in 'employee behaviour, interpretation and agreement on 
organisational processes' is implicated in the development of a strong organisational 
culture, and results in a 'strong, agreed upon, taken for granted and virtually singular 
organisational reality' (Lee, p.11). Lee identifies the need to examine the assumptions 
of objective reality in combination with a recognition of the on-going and constant 
processes of sense making, interpretation and social construction that occurs in 
organisational settings. This combined approach provides a richer understanding of the 
problem being investigated (Dollard & de Jonge, 2003; Lee, 1999), has been found to be 
particularly useful in organisations which have an ostensibly homogenous group of 
employees (Heuven & Bakker, 2001) and is becoming more frequently advocated as a 
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superior approach in organisational stress research (Dollard & de Jonge, 2003; Theorell, 
1998; Narayanan et al. 1999). 
4.3.3 Methodological, Data and Analysis Triangulation in the Current Study. 
As Table 4 outlined (p. 80) participants completed two quantitative surveys 
(baseline and post-training) before participating in a semi-structured interview during 
the post-training phase, and then completed a third survey before taking part in a second 
interview after up to 2 years of operational policing. The schedule of questions for these 
interviews were developed from the initial analyses of the study phases preceding each 
interview. Thus, questions in Interview 1 were developed according to the outcomes of 
the baseline and post-training phases; and questions for Interview 2 were developed as a 
result of all 4 prior study phases (both quantitative and qualitative). The aim of question 
development in this way was two fold. Firstly, the investigator wished to establish that 
the trends occurring in the quantitative data were in fact being subjectively experienced 
by the participants. In this sense, the qualitative phase was used in order to validate 
quantitative results and can be seen as a form of data and analysis triangulation. 
However, the second aim of convergent question development was to examine 
whether individuals were experiencing these changes in the same way, and to add clarity 
and depth to the quantitative results. For example, a decrease in stress between the 
baseline and post-training phases could be attributed to officers having left the police 
academy, but this assertion could only be confirmed by actually asking participants. 
While a logical conclusion, it is not necessarily correct, and there may be different 
reasons for different participants' decrease in stress. The conduct of interviews gave the 
researcher the opportunity to examine whether a change had actually occurred, thus 
validating the quantitative results, as well as affording the chance to explore the reasons 
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behind these quantitative changes. In this way the qualitative results were also used to 
provide further explanation for the phenomena occurring by examining the data sources 
for evidence of complementarity and divergence in individual's subjective experiences 
(methodological and analysis triangulation). 
Standard descriptive and inferential statistical analysis was used for the 
quantitative results, while thematic analysis was conducted on the qualitative data. The 
exact statistical tests employed are discussed in further detail in the results sections of 
chapters 5, 6, 8 and 9. The framework and analysis used for the qualitative component 
of the study is discussed below. 
4.3.4 Qualitative Analysis in Organisational Research. 
Qualitative organisational analyses see organisations as systems that are created 
by their members which gains significance for them through their perceptions and 
interpretations (Flick et al. 2006). Organisations are seen as being comprised of human 
beings operating within a complex environment which they have created for themselves 
(von Rosenstiel, 2000). They are defined as open systems which exist over a specific 
period of time, that pursue specific goals and have a particular structure to coordinate 
individual activities which are generally characterised by the division of labour and a 
hierarchy of responsibility. Such a definition is remarkably well suited to any study of 
the organisational components on the police service given the rigid nature of the ranked 
organisational hierarchy, and the degree to which officer's are forced to adhere to the 
guidelines policies and procedures determined by the police organisation. 
Historically, organisational analyses within a qualitative framework are common, 
and given the unique nature and complexity of the police organisation offer an important 
perspective. An Organisational Analysis framework allows the integration and analysis 
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of both quantitative and qualitative methodologies in order to offer validation and rich 
explanation strategies. That is, the framework offers a mechanism for triangulation of 
methodology, data and analysis. There are many techniques for analysing and 
interpreting qualitative data, and these are dependent upon the ways in which the data is 
collected, and the types of research question being asked. One such analysis technique 
is thematic analysis, which has its roots in the grounded theory approach (Boyatzis, 
1999, Flick, 2006, Hansen, 2006). 
Thematic analysis is a largely inductive process where the researcher attempts to 
be guided by the data rather than a pre-existing hypothesis. The approach is particularly 
suited to the complementarity and divergent processes of combining methodologies 
discussed above, as it allows the investigator scope to consciously look for similarities 
and differences in the two types of data. Flick (2006) maintains that thematic analysis is 
most appropriate when the research question focuses on the 'social distribution of 
perspectives on a phenomenon or process' (p. 307). In a sense, thematic analysis 
combines the inductive approach of grounded theory, while allowing the researcher to 
search within the data for pre-selected themes or units, as in content analysis (Hansen, 
2006). Thus, it is particularly suited to utilising the approaches of complementarity, 
divergence and validation discussed above. 
4.3.5 The Process of Thematic Analysis. 
According to Boyatzis (1998), the process of thematic analysis is a relatively 
straightforward one. It involves searching for and perceiving a pattern in the data, which 
is then classified or encoded (i.e. it is given a label and description). The final step is to 
interpret this pattern. These patterns are translated into themes which, at the basic level, 
describe and organise the possible observations in the data, and at a broader level act as 
Chapter 4 	 107 
a way of interpreting aspects of the phenomenon. Thematic analysis is thus a procedure 
for encoding qualitative information, and as such requires the generation and application 
of a specific 'code' which is applied to the data. This code can be a list of themes, a 
complex model with themes, indicators or qualifications that are causally related, or 
something in between these two forms. 
Thematic analysis is comprised of two important characteristics, iterative 
analysis and data immersion; and coding. Each of these is discussed below and followed 
by an overview of the process of thematic analysis and how it was applied to this study. 
4.3.5.1 Iteration and Data immersion. The iterative nature of thematic analysis 
refers to the way the researcher repeatedly moves through different aspects of the 
research process, and associated with this is the notion of data immersion (Hansen, 
2006). The iterative nature of thematic analysis allows the researcher to alter the focus 
of the research and the way in which that research is being conducted in response to the 
data already collected. In order to facilitate this process, there is a need for the 
researcher to become immersed in the data already collected. This data immersion is an 
effort on the part of the researcher to become closely acquainted with the data and to 
increase their familiarity with it. According to Boyatzis (1998) and Hansen this process 
expands the capability of the researcher to make accurate and meaningful connections 
between different aspects of the data. This iterative process generally continues until the 
point of thematic saturation, where no new themes are emerging from the data (Boyatzis, 
1998; Flick, 2006; Flick et al. 2000; Hansen, 2006). 
Boyatzis (1998) further argues that a theme can be identified at two different 
levels of the qualitative data, the manifest or latent levels. Manifest level themes are 
those which are directly observable in the data, while latent level themes are those 
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broader constructs or experiences which underlie the observed phenomenon. For 
example, if considering the broad notion of expression of organisational culture in the 
police service, the direct articulation by officers of notions of camaraderie (e.g., 'there's 
always someone watching your back') would be seen as a theme at the manifest level 
(articulation of camaraderie) which provides insight into the latent level construct of 
organisational culture. 
In a sense, thematic analysis aims to identify manifest level themes which can be 
categorised as examples of latent level themes. These categorisations can be generated 
inductively from the raw information or generated deductively from theory and prior 
research. Thus, by utilising the validation procedures previously outlined, categorisation 
tools are generated from the results of the previous phases of the study in a deductive 
fashion. The complementarity process works in a similar way, by identifying which 
aspects of the quantitative data are supported and further explained by the qualitative 
data. However, the acknowledgement of divergent aspects of the qualitative data 
compared to the quantitative results opens the researcher to the utilisation of more 
inductive approaches in conjunction with the examination of alternate theoretical 
explanations for the observed phenomenon. 
4.3.5.2 Coding. The second important characteristic of thematic analysis is the 
use of coding, which refers to a process of 'marking interesting sections or chunks of the 
data so they can be identified and sorted' (Hansen, 2006, p. 149). There are a number of 
ways of developing codes, and the approach can be both inductive (data-driven) and 
deductive (theory or prior research driven), and the way in which coding is approached 
and utilised varies (Hansen, 2006). Boyatzis (1998) identifies four general ways of 
developing a code to be applied to qualitative data; (i) theory driven, (ii) prior data or 
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prior research driven, (iii) inductive or data driven and (iv) a hybrid of the three previous 
approaches. This study uses the hybrid approach as codes were developed in accordance 
with previous data from the quantitative phases of the study, but also allowed to develop 
in an inductive fashion, as divergent themes were also identified. Boyatzis argues that a 
good thematic code captures the 'qualitative richness of the phenomenon' (p. 31) and is 
usable across various aspects of the project, from analysis and interpretation through to 
presentation. He argues that there are five elements of a good thematic code: 
1. A label 
2. A clear definition of the theme (i.e. the characteristic or issue constituting the 
theme. 
3. A description of how to know when the theme occurs 
4. A description of qualification or exclusion criteria to be used in the 
identification of a theme 
5. Both positive and negative examples of the theme so as to eliminate possible 
confusion. 
(Adapted from Boyatzis, 1998, p. 31). 
Boyatzis argues that the label should be developed last and should be 
conceptually meaningful, clear and concise and close to the data. The label should 
represent a description of the theme it represents, and not involve a conceptual leap from 
the raw information. The larger this leap, the more interpretation and potential bias has 
crept into the code development process (Boyatzis, 1998; Hansen, 2006). The aim at 
this point of the analysis process is to minimise interpretation and gradually apply it 
during the application of the code. 
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The processes of iteration, data immersion, coding and identifying themes in 
thematic analysis are perhaps best outlined by Gribich (1999, p. 234). This outline is 
reconstructed and summarised below. 
1. Collection of data and ongoing analysis 
2. Reading, re-reading and reflecting on the data; developing and adding codes 
as a way of indexing and sorting the data 
3. Refining codes — rereading/re-reflecting, comparison/sorting. This stage can 
be highly systematic or loosely structured. 
4. The development of a classification scheme or typology (may be completely 
new based on the data alone, may be informed by theory or by other research. 
It may be very ordered or relatively unstructured). 
5. Searching for examples that don't fit the scheme and critically evaluating, 
adjusting or altering the scheme in response to these. 
6. Re-examining the typology in new ways, looking for complexity, 
associations etc. 
7. Deciding on key findings and writing these up, relating these explicitly to the 
research questions and the literature using many examples from the data as 
illustrative of these findings. 
In accordance with this process, when analysing the qualitative data, initial code 
generation was approached in the form of validating the quantitative data, and then 
codes centred on the complementarity of the data were produced. Finally, codes of 
divergent ideas were developed and applied. The data was interpreted with respect to 
the broad range of theories discussed in Chapters 1 and 2, and considering the 
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recruitment, training and operational process of Tasmania Police, as discussed in 
Chapter 3. 
4.4 The Current Study. 
The strength of this research project lies in the fact that it examines the process 
of adaptation; specifically, in the context of adaptation to the role of police officer. 
Stereotypically, this is a role seen to involve high levels of traumatic exposure. 
However, this exposure is a known and expected aspect of police work. In this context, 
it is important to distinguish organisational and operational issues. For example, while 
officers may commence employment with an expectation of this possible exposure to 
adverse operational experiences (e.g., dealing with road traffic accidents and victims, 
dealing with child abuse etc), they may be unaware of the demands associated with 
bureaucratic and autocratic work practices. These will exercise different influences on 
the experience of policing, and on well-being. In this way exposure to and, the 
experience of, adverse work experiences occurs in the context of a hierarchically ordered 
bureaucracy, which has the potential to influence, and in some ways define, the ways in 
which employees' experience these events. That is, the organisation can influence the 
way officers internally perceive and define their operational experiences, irrespective of 
the operational content of the occupation. 
It is also important to distinguish the emotional reaction to an adverse event and 
the manner in which an officer makes sense of the experience. In the past, over-
emphasis on distress symptoms has led to biased views of policing experiences. This 
thesis will provide an opportunity for examination of the proposition that the 'distress' 
symptoms associated with adverse, critical incident experience provide the fuel for the 
resolution process. The latter can be positive or negative depending on how the 
Chapter 4 	 112 
experience interacts with resilience and vulnerability factors (at personal, cognitive, and 
organisational levels). To do this it is important to a) conduct a longitudinal analysis 
and b) conduct detailed interviews with officers to elucidate the processes that influence 
interpretation of experience and its relationship to positive and negative outcomes. 
Positive and negative experiences must be examined in both operational and 
organisational contexts in order to understand and effectively model the adaptation 
process. A more representative example of the processes being examined can be seen in 
Figure 1, where it is clear that two time points are interacting and effecting outcomes on 
the baseline measurements. That is, although the officers are being examined at a time 
point in which they have had little experience of their new job role, they enter the 
academy having already experienced life for a certain number of years, and thus have 
potentially already experienced both extremely negative or positive life events. They 
bring these prior experiences with them into the academy, which have the potential to 
effect their perceptions and functioning at the baseline point, and throughout their police 
career. However, the strength of these influences is likely to change over time as a 
result of the way in which individuals may come to define themselves and their 
experiences as a result of becoming a police officer. Therefore, while a model can be 
proposed, it is unlikely that this model is an adequate representation of the process being 
examined. Therein lies the strength of this research, as the aim is to acknowledge and 
examine the factors that help and/or hinder this process, and the ways in which 
individual, operational and organisational influences play important roles in the 
adjustment and adaptation process. 
In order to fully examine adaptation and adjustment in a systematic and objective 
manner, it is advantageous that both quantitative and qualitative methods of data 
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analysis be utilised, within the context of a longitudinal design. This is because purely 
quantitative methods of data collection do not provide the degree of complexity and 
detail that may be captured with qualitative analysis. The two approaches in this case 
interact, as the quantitative questionnaires will provide a basis for the qualitative 
analysis — which will be used in order to understand and interpret the personal meanings 
individuals bring into their job roles and occupational experiences. 
As these processes are likely to occur in different ways for different individuals 
who will ascribe different meanings to the same experiences, a full investigation of these 
processes cannot necessarily be achieved by quantitative methods alone. Thus, the 
combination of qualitative and quantitative approaches to data collection and analysis 
will allow the generation of a data set which, while incorporating already established 
survey instruments (in the form of further clarification of responses in semi-structured 
interviews), will also include an enhanced degree of richness and complexity. 
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SECTION TWO 
SOCIALISATION INTO POLICING: 
THE TRANSITION FROM CIVILIAN TO OPERATIONAL OFFICER 
This section of the thesis presents the results from the first three data collection 
points of the investigation. Chapter 5 presents an overview of the individual 
characteristics which officers bring with them into the profession, and examines the 
changes that occurred in reported levels of stress and coping usage as the officers moved 
from trainee to probationary constables. The chapter discusses findings with respect to 
personality profiles, and hypothesises about the impact of prior trauma exposure on the 
long-term adjustment of these new police officers. 
Chapter 6 extends the findings of Chapter 5, and examines officers' initial 
perceptions of operational policing. Accordingly, data relating to daily experiences, 
organisational climate and job satisfaction are explored. Together these two chapters 
provided a strong empirical base for hypothesising about outcomes in future phases on 
the investigation. 
Chapter 7 presents the findings of the first qualitative phase of the investigation, 
after recruits had completed their academy training, and had been functioning as 
operational police officers for a short time. This chapter revisits the quantitative 
findings where appropriate and discusses these findings in light of the qualitative results. 
This Chapter provides insight into the reasons officers joined the profession, and the 
ways in which they conceptualise their role as a police officer. 
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CHAPTER FIVE 
CHARACTERISING POLICE OFFICERS: 
INDIVIDAL INFLUENCES ON OFFICER ADJUSTMENT. 
This chapter presents findings related to the individual characteristics of police 
officers as they enter the police academy, and charts changes in stress and coping as 
these officers move into their first experiences as operational police officers. The 
chapter provides an outline of the personality characteristics, stress levels and coping 
strategies with which these individuals enter the profession, with a long-term focus of 
examining the predictors of officer adjustment. The level of individual traumatic 
exposure prior to academy entry is also explored, as it has been argued that prior 
traumatic life events can shape an individual's responses to future stressors in negative 
and/or positive ways (e.g., Carlier, Lamberts & Gersons, 2000, Carver & Antoni, 2004, 
Stephens, Long & Flett, 1999, Tedeschi & Calhoun, 1995, Thompson & Solomon, 1991, 
Violanti & Paton, 1999). 
This chapter focuses primarily on reporting the individual characteristics that 
have the potential to predict resilience and positive adjustment as these officers move 
through their police careers. Accordingly, there are a number of aims implicit in this 
discussion. Firstly, underlying the critical incident debriefing movement is the argument 
that emergency service professions attract a certain 'type' of individual (Wagner, 2005). 
The officers recruited into Tasmania police have not undergone stringent, standardised 
personality testing, and the only major attitudinal variable considered in their selection is 
Locus of Control. As a result, this population affords a unique opportunity to examine 
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the personality profiles of self-selected police officers. In accordance, this chapter 
examines evidence regarding the existence of a unique police personality profile. 
Secondly, there is an argument that prior exposure to a traumatic event, and 
subsequent benefit finding, or positive growth and/or adaptation following this event, is 
predictive of future resilience in the face of stress and trauma (e.g., Kumpfer, 1999). 
This chapter examines the levels of prior traumatic exposure for the recruits and their 
current levels of PTSD symptomatology and reported levels of post-traumatic growth. 
Thus, the aim is to gain a picture of their potential for future resilient and adaptive 
responses to potentially traumatising events. This data will also provide a baseline of 
trauma experience and response from which to examine changes over time as these 
officers move into operational duties and begin to experience potentially traumatising 
events in the context of their employment. 
Thirdly, an important component of police officer training is the preparation of 
these individuals to effectively deal with events they will likely face as police officers. 
Officers are taught a range of ways of coping with these potentially stressful events. 
This chapter examines the changes in levels and types of stress experienced and reported 
changes in the use of different coping strategies as officers move from training and into 
operational duties. Finally, the chapter examines the relationships between the 
individual level constructs of personality, stress, coping and trauma experiences, and 
discusses the implications for future adjustment. 
5.1 Identifying Individual Differences 
The focus on identifying individual difference characteristics in trainees allows 
the provision of a sound empirical base for examining long term effects on, and changes 
in, the occupational well-being of these officers. This focus also permits the creation of 
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a picture or profile of the new recruit afforded in this unique environment where 
recruiting on the basis of standardised psychometric personality testing is largely non-
existent. 
Stress and trauma, while negative in nature, do not ultimately lead to negative 
outcomes in most people. For some individuals, trauma exposure can act as a catalyst 
for positive adaptation and growth (Tedeschi & Calhoun, 1995). This has been 
documented in populations as diverse as ambulance personnel (Shakespeare-Finch, 
Smith, Gow, Embleton & Baird, 2003) cancer survivors (e.g., Carver & Antoni, 2004; 
Ho, Chan & Ho, 2004), and college students (e.g., Armeli, Gunthert & Cohen, 2001). 
Positive outcomes do not negate that traumatic experiences can result in negative 
outcomes, only that positive outcomes also deserve acknowledgement. A focus on 
positive outcomes may provide valuable insights into the coping strategies of those 
individuals able to successfully resolve their traumatic involvement. In a similar vein, 
the identification of police officers who do not develop clinical levels of stress, and 
those who experience positive outcomes as a result of their occupational experiences, 
may also help in the development of new strategies for the prevention of stress in the 
police profession. 
On entry to the police academy, officers bring with them a plethora of previous 
life experiences: both positive and negative. In many states and countries, officers enter 
policing having been selected because their individual personality characteristics 
indicate that they are likely to be resilient to the effects of operational stress and trauma 
(Goldfarb & Aumiller, 2004). That is, their psychological profiles indicate that they can 
effectively cope with the type of operational environment policing entails. However, 
these recruitment strategies are not universal. The population of interest in this study 
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provides a rare opportunity to investigate the more general characteristics brought to 
policing in a western culture as a function of self-selection, as the only psychological 
variable tested at recruitment in this service was locus of control. 
Kaczamarek and Packer (1997) argue that an individual's perception of job 
stressors is directly influenced by their locus of control, and that these stress perceptions 
then influence job satisfaction. They identify an internal locus of control as a desirable 
characteristic for a general duties constable due to its value as a mechanism for coping 
with stress. Spector (1982) proposed that individuals' with an internal locus of control, 
(as compared to an external locus), would perform better on tasks requiring initiative 
and autonomy as they tend to look to themselves for direction. This trait then is 
arguably an important one for police officers to possess, and is often implicated as an 
aspect of a facet of personality called Conscientiousness (Costa & McCrae, 2003). 
While personality profiling is not specifically conducted with this population, officers 
are selected on the basis of their apparent ability to cope with stress in a constructive 
way, and their potential to use initiative and autonomous thinking as measured by locus 
of control (M. Ryan, personal communication, April 2004). They are not, however, 
subjected to any other personality assessment. 
While locus of control appears important in determining the coping mechanisms 
used by individuals, there is also a well documented relationship between personality at 
the trait level and coping. For example, Shakespeare-Finch (2006) suggests that people 
high in neuroticism use ineffective coping strategies that lead to increased levels of 
distress and that it is necessary to consider an individual's multivariate profile 
concerning individual differences such as personality, stress and coping. Similarly, 
Kaczamarek & Packer (1997) suggest that extraversion is related to more positive, active 
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coping, while neuroticism is related to more negative, avoidant strategies. Thompson 
and Solomon (1990) also report a consistent relationship between neuroticism and 
psychological distress, and found extraversion to have a protective effect on officers 
who had been involved in body recovery. Similarly, Noblet et al (2005) found that 
social support was closely linked to the well-being and commitment of employees and 
accounted for a large proportion of the variance in psychological health, job satisfaction 
and job commitment. 
In line with the literature regarding stress, coping and trauma a number of 
hypotheses were posed as this phase of the investigation. 
Hypothesis 1. As the recruits are self-selected, it is expected that they will 
exhibit a similar personality profile to adult population norms, with the possible 
elevation of conscientiousness as a function of selection procedures based on locus of 
control. 
Hypothesis 2. It is predicted that there will be significant differences in levels of 
PTSD symptomatology and reported levels of posttraumatic growth (PTG) with the 
recruits having experienced a prior traumatic life event, as defined by the DSM-IV-TR 
(American Psychiatric Association (APA), 2000), exhibiting significantly higher levels 
of both PTSD symptomatology and PTG than recruits having experienced no traumatic 
life event, or an event that did not meet the DSM-IV definition of a trauma 
Hypothesis 3. PTSD Symptomatology and PTG are expected to have a positive 
relationship, reflecting their simultaneous occurrence. 
Hypothesis 4. Given the rigid structure of the police academy environment, 
stress is expected to decrease as officers move from training to operational duties 
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(Baseline to Post-training phases). This decrease in stress will be accompanied by a 
corresponding decrease in reported usage of coping (Hypothesis 5). 
Hypothesis 6. In addition to the expected decreases in coping and stress, it is 
expected that there will be a positive relationship between stress and maladaptive coping 
strategies, and a negative relationship between stress and adaptive coping strategies at 
both the baseline and post-training time points 
Hypothesis 7. The personality trait of neuroticism is expected to exhibit positive 
associations with maladaptive coping mechanisms and with stress, and negative 
associations with adaptive coping mechanisms. 
Hypothesis 8. Extraversion is expected to have positive associations with using 
social support as a coping mechanism. 
5.2 Method 
5.2.1 Participants. 
5.2.1.1 Baseline Phase. One hundred and sixty recruits, comprising 7 training 
groups, were surveyed during their training at the academy (96 males and 64 females). 
This represented 100% of trainee police officers recruited in Tasmania between January 
2004 and December 2005. Participants ranged in age from 18 to 55 years (M= 28.63, 
SD= 8.59), with 40% aged between 18 and 24. A further 35% were aged 25-34, 19% 
aged 35-44 and 6 % of the sample were aged above 45. Forty percent had completed 
High School to Year 12, 19% reported having a diploma, 11% had a Bachelor degree or 
higher post-graduate qualification, and 10% had completed education to year 10 only. 
The remaining 18% reported some other form of educational attainment. Some 34% of 
the sample were married upon entry to the academy, 14% were in a de-facto 
relationship, and 4% indicated that they were divorced. Another 40% of participants 
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reported their marital status as single, with 7% indicating that they were in some other 
form of relationship, including being separated from their partner. One participant failed 
to indicate their marital status. Thirty-one percent of the sample reported having 
children at time of entry to the police academy. 
5.2.1.2 Post-training Phase. One hundred and fifty seven police constables (who 
comprised the 7 training groups in the baseline phase of the study) were surveyed upon 
completion of their training at the police academy. These constables were assigned to 
one of five training stations, with 38% (n= 61) of recruits being assigned to Hobart, 29% 
(n= 46) to Launceston, 12% (n= 19) to Devonport, a further 12% (n= 19) to Burnie and 
7% (n= 11) to Bellerive. It should be noted however, that only the final training group 
surveyed had recruits assigned to Bellerive, the remaining 6 groups were appointed to 
either of the 4 other stations, with the exclusion of group 4 which did not have recruits 
assigned to the Burnie station. A small number of participants (n= 4) had resigned from 
the police service prior to completing academy training and thus were not surveyed 
during this phase. Attempts were made to contact these participants for exit interviews; 
2 responded informally. 
Of the 156 officers who graduated, 69% (n= 108) continued to participate during 
this phase of the study. The gender split of the baseline phase was preserved, with 56% 
(n= 60) of those responding being male. No apparent age bias was observed among the 
respondents, with ages ranging from 18 to 52 (M= 29.75, SD= 8.59), and similar 
numbers of respondents to the baseline phase in each age category. Further, no apparent 
age or gender bias was observed regarding station assignment, except in Bellerive where 
only 2 of the 11 constables assigned were women. 
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5.2.2 Materials & Design. 
As this segment of the project utilised a within subjects design, changes in some 
constructs over the two time points were examined. Thus, officers completed some 
surveys on more than one occasion. During the Baseline phase, the constructs of 
Personality, Coping, Stress, Trauma Experiences, Symptoms of Traumatic Distress and 
Positive change following Trauma were assessed. Coping and Stress were also 
measured during the post-training phase, and organisational level variables were also 
measured at this point — Positive and Negative Organisational Experiences, 
Organisational Climate and Job Satisfaction. An in-depth overview of each of the 
measures can be found in Chapter 4 (pp. 72-113). 
This chapter presents data relating to the individual characteristics of police 
officers as they enter the police academy, changes in their reported levels of stress, and 
use of specific coping strategies as they move into their first experiences of operational 
policing (post-training phase). Chapter 6 presents and discusses the data related to 
officer's initial occupational experiences and the influence of both individual and 
occupational characteristics in the prediction of job satisfaction at the post-training stage 
of the officers' careers. Table 13 below was shown on page 80 in Chapter 4, the 
highlighted cells indicate the constructs being examined at this time point. 
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Table 13 
The Concepts Examined at each phase of the Project. 
Concept Instrument BL PT FU 
Personality NEO-FFI (Costa & McCrae, 1989). 
Coping COPE Inventory (Carver, Schier & Weintraub, 1989). X X, X 
CPF (stress) HSCL-21 (Green, Walkey, McCormick, & Taylor, 1998). X X X 
Trauma Experiences Traumatic Stress Schedule (Norris, 1992). X X 
Symptoms of Traumatic Distress IES-R (Weiss & Mannar, 1997). X 
Positive change following 
trauma 
PTGI (Tedeschi & Calhoun, 1996). X X 
Positive & Negative PDHUS (Hart, Wearing & Heady, 1993, 1995). X X 
Occupational Experiences 
Organisational Climate Adapted TCI (Anderson & West, 1998; K.J.Burke & X X 
Paton, 2006). 
Job Satisfaction JSI (Brayfield & Rothe, 1984). X X 
Note. BL = Baseline Phase, PT= Post-training Phase, FU = Follow-up Phase. 
CPF = Current Psychological Functioning. 
X denotes construct was measured during this phase. 
5.2.3 Procedure. 
5.2.3.1 Baseline. The instruments used in this phase of the study (see Table 13) 
were randomly allocated to three different order arrangements so as to control for any 
order effect of instrument presentation. These were arranged into a booklet along with a 
demographics sheet designed by the investigators (Appendix B). The demographics 
sheet included the option of recruits providing their contact details to the investigator in 
order to facilitate contact at later stages of the project. The booklet also included a pull-
out study information sheet for the recruits to keep. The information sheet was used by 
the investigator as a template for a verbal address to the recruits, prior to distribution of 
the survey for baseline data collection in the academy. During this address, the 
investigator outlined the main aims of the study, the procedure by which the study was 
Chapter 5 	 125 
being conducted, and indicated how identifying information, such as names and contact 
details would be managed so as to maintain confidentiality. The recruits were also 
informed of the longitudinal nature of the investigation and advised that that completion 
of the survey at the initial time point did not obligate them to further participation in 
later stages of the investigation, and that they would be contacted upon completion of 
their training and invited to participate in the second phase of the study. Consent was 
deemed to have been obtained upon voluntary return of the completed booklet, and 
recruits were informed to return the booklet blank if they did not wish to take part. 
Initial contact for all groups, took place during week 10 of their academy 
placement, on a Monday, after a week at a compulsory training camp. The booklet was 
administered during a normal teaching period (45 minutes) at the Police Academy, 
without training or commanding officers being present. Questionnaire booklets were 
distributed to every member of each cohort and a 100% response rate was obtained for 
this phase of the study. The investigator was present during all sessions and was 
available to all recruits before, during and after survey completion to answer any 
questions. All participants were assigned a 3 digit identification number upon return of 
the survey so as to maintain confidentiality but enable re-identification at later phases of 
the study. Names and all identifying details were kept in a password protected computer 
file and removed from the demographics sheet. 
In order to account for event severity, the recruits were placed into either a 
'trauma' or 'no trauma' group on the basis of the event described by each individual as 
'the worst thing that has ever happened to you' on the TSS. Accordingly, 58% of the 
recruits (n= 93) were placed in the trauma category, as the event described and the 
officers description of their response to the event was deemed to fit the DSM-IV-TR 
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(APA, 2000) definition of a trauma, and thus was seen as a potentially traumatising prior 
life event. The remaining 67 recruits either described a response that did not meet the 
requirements of the DSM-IV-TR to be categorised as a traumatic experience, did not 
provide enough details for this distinction to be made, or did not specify an event. These 
recruits made up the 'no trauma' group. 
5.2.3.2 Post-training. All officers were emailed by the investigator within the 
week following the completion of their training as marked by the graduation ceremony 
for each training group. This email took a congratulatory tone, reintroduced the 
investigator and the research project, and reminded the newly graduated officers of the 
upcoming phase of the study. Officers were informed that during the following 2 weeks 
a survey booklet would be mailed out to their assigned station and that this would be 
preceded by a second email informing them that the survey had been posted. A 
statement about the maintenance and assurance of individual officers' confidentiality 
was also included (see Appendix C for an example). 
The package contained a cover letter which reintroduced the study and provided 
the officers with more information about the current phase and instructions for the 
completion of the booklet and its return to the University (Appendix D). The package 
also contained a copy of the information sheet for this phase, which officers were 
informed to keep for their records (Appendix E). A printed version of the email letter 
sent in the two week post-graduation period was also included and officers were asked 
to inform the investigator had they not received this email — no officers indicated that 
this was the case. A stamped self-addressed envelope was included to facilitate survey 
return. Officers were given a period of 4 weeks in which to respond with standard 
reminder letters sent at 2, 4 and 6 weeks respectively after the mail out. Consent was 
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deemed to have been obtained upon voluntary return of the completed booklet, and 
constables were informed to return the booklet blank if they did not wish to take part. 
The test booklet took a similar form to the booklet officers completed during the 
baseline phase, and all instruments were randomly ordered throughout. 
5.3 Results 
The following section is organised in a time-referenced manner with the 
constructs examined only at the Baseline Phase presented first, followed by the 
individual level constructs (stress and coping) which were examined for change during 
the Post-training phase. Thus, the prior trauma experiences of officers prior to entry to 
the police academy and their responses to these events are presented first. This is 
followed by data relating to the personality profile of the police recruits. The subsequent 
section examines the changes in stress and coping as the officers moved from training 
into operational duties, thus data from both the baseline and post-training phases is 
presented. Information regarding assumption testing for the two phases and the 
reliability of each measurement can be found in Appendix F. Data relating to 
organisational level variables is presented in Chapter 6. 
5.3.1 Prior Trauma Experiences and Current Levels of Post-trauma Functioning 
The percentages of officers reporting involvement in each of the events measured 
by the Traumatic Stress Schedule (TSS) are shown in Table 14, alongside the lifetime 
frequencies for each event reported by Norris (1992). This data indicates that just under 
half the recruits surveyed reported being involved in an incident in which they were 
physically assaulted by another person, and over one third of the officers' reported the 
tragic death of a close friend or family member. Almost one-fifth of the officers 
reported involvement in military or peacekeeping duties prior to academy training. A 
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similar proportion reported involvement in a motor vehicle accident in which a 
passenger was injured. A quarter of the recruits reported having experienced 'some 
other shocking or disturbing event' that was not presented on the TSS. Thirty-three 
percent of officers reported having experienced at least one traumatic event, 24% had 
experienced two of the events listed, 17% had experienced three, 8% reported 
involvement in four, and 3% recorded involvement in five or six of the listed events. 
Only 16% (n= 26) of recruits reported having no prior experience of an adverse event. 
On examination of the IES-R scores, it was found that, overall, intrusion levels 
were highest, followed by avoidance and then hyperarousal (Table 14). The overall 
mean score indicated low-moderate levels of distress amongst the recruits. As outlined 
in the method, recruits were divided into two groups based on whether their experiences 
matched the DSM-IV-TR definition of a traumatic event. When the subscale means for 
each of the trauma groups were compared (i.e., trauma versus no trauma) it was noted 
that the same pattern of means on the IES-R was maintained for both groups. There was 
however a notable difference in the overall means of each group, with the no trauma 
group showing relatively low levels of distress, while the trauma group exhibited 
moderate levels of distress. Further examination of the data indicated that 29% (n=46) 
of the participants had total IES scores >20 (total scores ranged from 0 to 57), indicating 
heightened levels of post-traumatic distress amongst these recruits. It should be noted 
here that a score of 20 or more on the IES-R is considered to be indicative of potentially 
problematic levels of pathology. 
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Table 14. 
Proportions of Officers Reporting Involvement in Traumatic Events prior to Police 
Academy Training Compared to Lifetime incidence in the General Population 
Event Officers n Lifetime frequencies 
Involved (Norris, 1992) 
Tragic Death 38% 59 30.2% 
Robbery 9% 15 24.9% 
Motor Vehicle Accident 22% 35 23.4% 
Physical Assault 44% 70 15% 
Other disaster 10% 16 13.3% 
Fire 3% 4 11% 
Military Combat 18% 28 9.2% 
Forced sexual encounter 8% 12 4.4% 
Other experience 26% 40 15.2% 
N= 158. 
A similar pattern of differences to those of the IES-R, was found when 
examining PTGI scores (Table 15). Overall, the subscale of the PTGI with the highest 
mean change/growth score was 'relating to others'. This was followed by changes in 
personal strength, new possibilities and appreciation of life, respectively, with the 
smallest reported change occurring in the subscale of spiritual change. This pattern was 
maintained for the trauma group. As in the overall scores, and those for the trauma 
group, the least change or growth was reported on the spiritual subscale. 
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Table 15. 
Comparison of Mean Scores on IES and PTGI Subscales for Trauma and No Trauma 
Groups of Police Recruits. 
Scale Trauma No Trauma 
IES — Intrusion 6.62 (6.47) 4.24 (4.98) 
IES — Avoidance 6.38 (5.71) 3.79 (4.63) 
IES — Hyperarousal 3.01 (3.97) 2.00 (2.76) 
IES — Total Score 16.01 (14.40) 10.03 (11.17) 
PTGI — Relating to Others 16.83 (8.30) 7.55 (8.36) 
PTGI —New Possibilities 11.93 (6.96) 4.45 (5.67) 
PTGI — Personal Strength 12.20 (4.81) 4.73 (5.04) 
PTGI — Spiritual Change 2.00 (2.81) 0.67 (1.53) 
PTGI — Appreciation of Life 9.21 (3.65) 4.54 (4.32) 
PTGI — Total Growth Score 52.19 (21.07) 21.94 (21.92) 
92 	 66 
N= 158. 
Note. Figures in brackets are standard deviations. 
The relationships between the PTGI and IES-R for recruits who had experienced 
a prior lifetime traumatic event are shown in Table 16. The data indicates significant 
positive relationships between overall stress and all domains of the PTGI, including the 
total PTG score. In fact all the PTGI subscales showed significant positive correlations 
with all subscales of the IES- R (shown in blue text in table), with the exception of 
spiritual change and appreciation of life which did not have any relationship with 
hyperarousal. 
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n = g. 	Table 16. 'a a .1 
v, 	Correlations between PTGI and IES-R Scales for Police Recruits 
IES/PTGI Subscale Int Av HA ITot RO NP PS SC AL PTG 
Intrusion (Int) 1 
Avoidance (Av) .69** 1 
Hyperarousal (HA) •79** .64** 1 
IES-R Total (ITot) .93** .88** .87** 1 
Relating to others (RO) .27** •30** .11 .27** 1 
New Possibilities (NP) .24** .28** .16* .26** .75** 1 
Personal Strength (PS) .30** .36** .21** •33** .71** .80** 1 
Spiritual Change (SC) .25** •34** .15 .29** •40** .42** •35** 1 
Appreciation of Life (AL) .26** .31** .13 .28** •74** .76** •74** •34** 1 
PTGI Total (PTG) .31** .36** .17* .33** .91** .92** .89** .50** .87** 1 
N= 92 
*p<.05, "p<.01 
Independent samples t-tests were conducted to examine the apparent differences 
between the two trauma groups on reported levels of post-trauma distress and growth 
(Table 17). This analysis indicated significantly higher levels of overall distress for the 
trauma group than the no trauma group. However, while the data showed that the 
trauma group exhibited significantly higher levels of intrusion and avoidance than the no 
trauma group, there were no significant differences between the scores of the groups on 
hyperarousal. The effect found for distress was accompanied by significant differences 
in all domains of the PTGI, and on overall post-trauma growth, with the trauma group 
showing consistently higher levels of positive post-trauma change than the no trauma 
group. Adjustments for multiple comparisons set a= .01 for the IES-R and a= .008 for 
the PGTI and all significant differences were preserved. 
Table 17. 
T-test Comparisons of Trauma and No Trauma Exposure (Prior to Entry) Groups of 
Police Recruits on IES-R and PTGI Scores. 
Scale Levenes df t P 
IES - Intrusion F= 4.95,p= .03 a 155.27 -2.63** .009 
IES - Avoidance F= 4.81,p= .03a 153.78 -3.16** .002 
IES - Hyperarousal F= 2.14,p= .145 156 -1.80 .08 
IES-Total F= 3.71, p= .06 156 -2.839** .005 
PTGI - Relating to Others F= 0.06,p= .80 156 -6.96** <.001 
PTGI - New Possibilities F= 4.57,p= .03 a 153.61 -7.48** <.001 
PTGI - Personal Strength F= 0.72,p= .40 156 -9.50** <.001 
PTGI - Spiritual Change F= 26.25, p<.001 a 146.36 -3.84** <.001 
PTGI - Appreciation of Life F= 9.47, p= .002 a 125.25 -7.20** <.001 
PTGI Total F= 1.08,p= .30 156 -8.76** <.001 
N= 158. 
a denotes breach of homogeneity assumption, equal variances are therefore not assumed 
and hence a more stringent df is used.. 
*p<.05, **p<.01 
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A second set of independent samples t-tests were conducted to examine whether 
gender differences were occurring within the trauma. The outcomes of these analyses 
are shown in Table 18 and indicate that females who had experienced a traumatic event 
reported consistently higher scores on the IES-R than males. However, there were no 
significant gender differences in scores on Avoidance, while Hyperarousal showed a 
trend toward higher female scores once a bonferroni adjustment had been applied 
(a=.01). There were also no gender differences found for PTGI scores (adjusted a= 
.008) in this group. 
Table 18 
Gender Comparison of Scores on the IES-R and PTGI for the Prior Trauma Group. 
Scale Male Mean Female Mean Levenes df 
IES - Intrusion 5.04 (2.36) 8.71 (4.77) F= 3.58, p= .06 89 -2.88" .005 
IES - Avoidance 5.34 (2.98) 7.86 (5.71) F= 3.80,p= .05' 58.16 -1.94 .06 
IES - Hyperarousal 2.79 (2.19) 4.82 (/.29) F= 3.22, p= .08 89 -2.23 .02 
IES-Total 12.57 (8. I I) 20.40 (12.31) F= 2.23,p= .14 89 -2.73" .008 
PIG! - Relating to 15.68 (8.27) 18.94 (7.68) F= 0.64, p= .43 89 -1.88 .06 
Others 
PTGI - New 11.61 (7.73) 12.54 (5.87) F= 7.89, p= .006a  84.61 -0.66 .53 
Possibilities 
PTGI - Personal 11.86 (5.07) 12.83 (4.27) F= 1.08, p= .30 89 -0.94 .35 
Strength 
PIG! - Spiritual 1.75 (2.60) 2.22 (2.23) F= 2.16,p= .14 89 -0.82 .41 
Change 
PTGI - 8.98 (3.93) 9.74 (2.79( F= 3.30,p= .07 89 -1.0 .32 
Appreciation of 
Life 
PTGI Total 49.88 (22.45) 56.29 (16.40) F= 7.98, p= .006 86.74 -1.57 .12 
56 	 35 
N= 91 
Note. Figures in brackets are standard deviations. 
a denotes breach of homogeneity, assumption, equal variances are therefore not assumed and 
hence a more stringent df is use 
*p<.05, **p<.01 
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Further analyses indicated that there were no differences in the stress reported by 
the trauma and no trauma groups t(158)= 0.09,p= .93. These means and analyses can 
be found in Appendix G. 
5.3.2 Personality. 
Figure 3 shows a comparison between the personality profile of the police 
recruits and US adult population norms. The figure shows that the officers appear to 
have comparable levels of neuroticism, openness, agreeableness and conscientiousness, 
with police showing heightened levels of extraversion compared to the US norms. 
40 
35 
30 
25 
20 
15 
10 
5 
• Police 
El US Norms 
N 
	
E 
	
0 
	
A 
	
C 
Figure 3. Comparison of personality profiles for Australian police recruits and USA 
adult population norms. 
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Figure 4 presents the gender comparisons on each of the personality dimensions 
examined. An independent samples t-test indicated female recruits showed significantly 
higher levels of neuroticism than their male counterparts t(156)= -3.05, p< .01. No 
differences were found for any other personality trait. 
• Female 
o Male 
A 
Figure 4. Differences in personality profiles by gender for police recruits. 
5.3.2.1 Personality and Trauma. The relationships between responses to 
traumatic events and each personality were trait were examined. Table 19 show the 
relationships between trauma response and personality for the trauma and no trauma 
groups. The table indicates that for the no trauma group, neuroticism had a positive 
relationship with spiritual change on the PTGI, and openness had positive relationships 
with all facets of the IES-R, including the overall score. However, extraversion, 
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agreeableness and conscientiousness showed no relationships with any of the IES-R or 
PTGI subscales. The pattern of association was markedly different for the trauma group. 
While agreeableness and conscientiousness showed no relationships to either trauma 
outcome, neuroticism, extraversion and openness did. Neuroticism had a positive 
relationship with all IES-R facets, as well as relating to others on the PTGI. 
Extraversion had a positive association with avoidance, and with relating to others, 
appreciation of life and total PTG. Openness to experience showed significant 
relationships with all facets of the PTGI, with the exception of spiritual change, and no 
relationships with the IES-R. In order to ensure conclusions were being made on the 
basis of comparable personality profiles for the trauma groups, independent samples t-
tests were performed. The results of this are shown in Table 19 and indicate that there 
were no differences in the personality profiles of each group. There were no violations 
of the homogeneity assumption for these groups. 
Table 20. 
Comparison of personality profiles for no trauma and trauma groups. 
No Trauma Mean Trauma Mean t P 
N 16.43 (6.93) 16.34 (6.35) .003 .96 
E 32.44 (4.37) 33.05 (5.58) .55 .46 
0 25.18 (5.57) 25.55 (5.68) .18 .67 
A 31.87 (5.12) 31.76 (5.02) .02 .90 
C 35.22 (5.68) 34.70 (5.20) .37 .55 
n 	66 	 92 
Note. Figures in brackets are standard deviations. 
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t19- 	Table 19. 
Comparison of relationships between personality and measures of trauma outcomes for trauma and no trauma groups of police 
recruits (1■T= 158). 
No Trauma 
n= 66 
Intrusion Avoid HyperA IESTot Rel NewPos PersStr Spirit App Life TotPTGI 
N .03 .09 .06 .07 .06 .13 .09 .32** .13 .12 
E -.10 -.12 -.09 -.12 -.03 -.11 -.06 -.04 .03 -.05 
0 .30* .35** .32** .36** -.04 .03 -.01 -.14 .07 -.02 
A .24 .07 .07 .15 .06 -.07 .06 -.12 .06 .02 
C .11 .07 -.01 .08 .14 .22 .17 -.09 .23 .19 
Trauma 
n= 92 
Intrusion Avoid HyperA IESTot Rel NewPos PersStr Spirit App Life TotPTGI 
N .25* .24* .20* .27* .30** -.01 .06 .19 -.02 .15 
E .04 .24* -.08 .09 .27** .14 .18 .05 .24* .24* 
0 .09 .00 -.02 .04 .21* .35** .24* .11 .24*  
A .05 -.05 -.15 -.04 .18 .14 .06 . I I .19 .18 
C .03 -.14 -.02 -.05 -.03 .09 .03 -.14 .15 .03 
00 
5.3.3 Coping. 
Figure 5 shows the total mean scores and gender comparisons of the reported use 
of each of the coping strategies measured by the COPE. Overall, the data indicates that 
the recruits reported the use of positive reinterpretation, acceptance, planning and active 
coping to the greatest extent when managing their responses to stress. In contrast, little 
use of behavioural disengagement, religious coping, denial and alcohol/drug 
disengagement, was reported. This overall pattern did not differ when gender 
comparisons were made. However, independent samples t-tests indicated some 
differences between gender in the use of some coping strategies (Table 21). 
Specifically, males reported significantly higher use of restraint coping (Restr) compared 
to females, while females reported significantly higher use of emotional social support 
and focus on and venting of emotions (SSE, F&V). These significant differences are 
shown in blue in Figure 5. 
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Figure 5. Gender comparison of mean reported usage of specific coping strategies for police recruits during academy training (N= 158).. 
Note. Active= Active Coping, Plann= Planning, Supp= Suppression of competing activities, Restr= Restraint Coping, SSI= Instrumental Social Support, 
SSE = Emotional Social Support, Posre= Positive reinterpretation, Accep= Acceptance, Relig= Religious Coping, F&V= Focus on and venting of emotions, 
Denia= Denial, BDis= Behavioural Disengagement, MDis=Mental Disengagement, AlDrg= Alcohol/Drug Disengagement. 
Table 21. 
T-test Comparisons of Reported Use of Specific Coping Strategies for Police Recruits by 
gender (df= 156). 
Strategy Levenes t p 
Active Coping p= .51 0.70 .48 
Planning p= .80 0.63 .53 
Suppression of Competing p= .64 1.68 .10 
Activities 
Restraint p= .37 2.13* .04 
Instrumental Social Support p= .98 -1.79 .08 
Emotional Social Support p= .001a -.3.70** <.001 
Positive Reinterpretation p= .11 -1.18 .24 
Acceptance p= .87 -0.88 .38 
Religious Coping p= .07 -0.13 .89 
Focus on & Venting of p= .07 -5.34** <001 
Emotions 
Denial p= .96 -0.45 .65 
Behavioural Disengagement p= .48 -0.15 .88 
Mental Disengagement p= .83 -0.23 .82 
Alcohol/Drug Disengagement p= .95 -0.34 .73 
N= 158 
adenotes breach of homogeneity assumption, equal variances are therefore not assumed, hence a 
more stringent df is used 
* p<.05, **p<.01 
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Similarly, the data indicates that most constables during the post-training phase 
of the study reported positive reinterpretation, instrumental social support, planning, 
acceptance and active coping as the strategies they were most likely to utilise (Figure 6). 
They were least likely to use religious coping, behavioural disengagement and 
alcohol/drug disengagement to cope with stress. This pattern was similar for both males 
and females, with both genders reporting highest use of positive reinterpretation and 
instrumental social support, and lowest use of religious coping. Table 22 shows the 
outcomes of independent samples t-tests between genders for each coping strategy 
indicating the only significant difference was between planning, with males scoring 
significantly higher than females. However, in order to maintain an acceptable 
familywise error rate, a bonferroni correction was applied to the data. For 14 
comparisons, alpha was set at .004, which indicates this difference for planning is no 
longer considered significant. Thus, there were no differences between the genders in 
their reported use of specific coping strategies. 
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Figure 6. Gender comparisons of reported usage of specific coping strategies for police officers during the post-training phase (N= 106). 
Note. Active= Active Coping, Plann= Planning, Supp= Suppression of competing activities, Restr= Restraint Coping, SSI= Instrumental Social 
Support, SSE= Emotional Social Support, Posre= Positive reinterpretation, Accep= Acceptance, Relig= Religious Coping, F&V= Focus on and venting of 
emotions, Denia= Denial, BDis= Behavioural Disengagement, MDis=Mental Disengagement, AlDrg= Alcohol/Drug Disengagement. 
Figure 7 presents comparisons of mean scores at the baseline and post-training 
phases of the study, and indicate that there may have been some changes in these constructs 
as the officers moved from academy training to their first appointment as operational police 
officers. The tables also show that while there are some changes in the scores on these 
dimensions of coping and stress, the pattern of results remains largely the same. At the 
baseline phase, the coping strategy reportedly used most was positive reinterpretation, 
followed by planning, acceptance and active coping. Post-training, positive reinterpretation 
still received the highest mean score, followed by instrumental social support, planning, 
acceptance and active coping. Similarly, at baseline the two least reported strategies were 
behavioural disengagement and religious coping respectively. This reversed post-training, 
with religious coping reportedly used least, followed by behavioural disengagement. 
Paired samples t-tests were conducted to ascertain whether any differences were 
apparent between scores at the baseline and post-training phases. No significant change in 
use of religious coping, denial or alcohol/drug disengagement was observed. However, 
there were significant changes on all other dimensions of coping. Each of these changes 
saw a significant decrease in the reported usage of the specific coping strategy, with the 
exception of instrumental social support which showed a marked increase, and behavioural 
disengagement which showed a slight but significant increase. Bonferonni adjustments 
were made to preserve the family wise error rate and alpha was revised to .004. Thus 
changes in active coping (p=.01), restraint coping (p= .01), emotional social support (p= 
.009), positive reinterpretation (p= .01), and acceptance (p= .009) could only be regarded 
as trends. 
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Figure 7. Changes in reported usage of specific coping strategies from trainees to operational officers. (N= 106). 
Note. Active= Active Coping, Plann= Planning, Supp= Suppression of competing activities, Restr= Restraint Coping, SSI= Instrumental Social Support, SSE= 
Emotional Social Support, Posre= Positive reinterpretation, Accep= Acceptance, Relig= Religious Coping, F&V= Focus on and venting of emotions, Denia= 
Denial, BDis= Behavioural Disengagement, MDis=Mental Disengagement, AlDrg= Alcohol/Drug Disengagement. 
Table 22. 
Changes in Reported Coping Usage for police Officer from Academy Training to 
Operational Duties. 
COPE Subscale Baseline Mean Post-train Mean 
Active Coping 13.31 (2.65) 12.55 (2.81) 2.56 .01 
Planning 14.27 (2.90) 13.23 (3.02) 3.52* .001 
Suppression of Competing Activities 10.96 (2.39) 9.96 (2.26) 3.51* .001 
Restraint Coping 11.40 (2.78) 10.54 (2.82) 2.53 .01 
Instrumental Social Support (SSI) 11.74 (2.71) 13.46 (2.73) 4.74** <.001 
Emotional Social Support (SSE) 11.05 (3.54) 10.05 (3.18) 2.64 .009 
Positive Reinterpretation 14.84 (3.13) 13.97 (2.85) 2.52 .01 
Acceptance 13.96 (2.92) 13.04 (3.36) 2.65 .009 
Religious Coping 4.71 (1.66) 4.72 (1.91) -1.0 .92 	. 
Focus on and Venting of Emotions 8.60 (3.42) 6.71 (2.71) 5.01* <.001 
Denial 6.43 (2.23( 5.97 (2.20) 1.74 .09 
Behavioural Disengagement 4.11 (1.23) 4.93 (1.64) -4.70** <.001 
Mental Disengagement 9.63 (2.58) 7.86 (2.36) 5.78** <.001 
Alcohol/Drug Disengagement 5.23 (1.99) 5.01 (2.07) 1.07 .29 
N= 106. 
Note. Figures in brackets are standard deviations. 
All df = 105 for t-test comparisons. 
*p< .004, **p< .001 
There were no significant differences in the changes from baseline to post-training 
for each gender (see Appendix H for analyses). 
5.3.4 Stress. 
Overall levels of stress, as measured by the HSCL-21, were in the moderate range 
(Table 23). Examination of the subscale scores showed that the highest mean score for a 
specific domain of stress was for performance difficulties, with general distress and somatic 
Chapter 5 	 146 
distress having almost identical means. Levene's test of homogeneity of variances 
indicated that the assumption held for all comparisons. Paired samples t-tests indicated that 
stress from performance difficulties was significantly higher than general distress, 1(157) = 
9.84, p<.001, and somatic distress, 1(157) = 9.73, p<.001. There was no significant 
difference between baseline levels of general and somatic distress, t(157) = -0.60, p=.55. 
While there was no difference between males and females on their levels of stress overall 
t(156)= -1.89,p= .06, independent samples t-tests indicated females reported significantly 
higher levels of general distress than males t(156)= -3.15, p< .01. There were no 
differences between males and females on levels of stress from performance difficulties 
t(156)= -0.83,p= .41, or somatic distress t(158)= -0.64,p= .52. Adjustment for multiple 
comparisons for the subscale scores set alpha at .01, thus all significant differences were 
preserved. 
Table 23. 
Gender Comparison of Mean Levels of Stress (HSCL-21) reported by Police Recruits 
during Training. 
Overall Male Female 
Performance Difficulties 13.17 (3.29) 12.97 (3.46) 13.42 (3.02) 
General Distress 10.53 (3.13) 9.88 (3.26) 11.52 (3.17) 
Somatic Distress 10.68 (3.12) 10.55 (3.03) 10.88 (3.28) 
HSCL-Total 34.37 (7.94) 33.41 (8.27) 35.81 (7.25) 
n= 95 n= 63 
N= 158 
Note. Figures in brackets are standard deviations 
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A similar pattern of stress was apparent for the post-training phase, the data 
indicated that stress was in the moderate range and Table 24 shows the mean scores for 
each facet of stress overall, and for males and females individually. Some differences were 
apparent between these facets of stress for males and females. Independent samples t-tests 
indicate that females reported significantly greater levels of general distress than males 
t(104) = -2.10, p= .04. However, there were no differences between genders on either 
performance difficulties t(104)= -.22,p= .82, somatic distress t(104)= -.92,p= .36 or 
overall stress score t(104)= -1.24, p= .22. Paired samples t-tests also revealed significant 
differences between the facets of stress, with officers reporting significantly more stress 
from performance difficulties than general distress t(104)= 9.74, p< .001, and somatic 
distress t(104)= 11.25, p< .001. There was no difference between reported levels of 
somatic distress and general distress t(104)= 1.71,p= .09. Adjustment for multiple 
comparisons set alpha at .01 and thus the difference between males and females on general 
distress, at the post-training phase, could only be regarded as a trend. 
Table 24. 
Overall Means and Gender Comparisons for Reported Levels of Stress amongst Constables 
Post Academy Training. 
Scale Overall Mean Males Females 
Performance Difficulties 11.90 (2.58) 11.84 (2.53) 11.96 (2.67) 
General Distress 9.06 (2.29) 8.64 (1.98) 9.57 (2.55) 
Somatic Distress 9.26 (2.91) 9.22 (2.99) 9.74 (2.82) 
Overall HSCL Score 30.41 (6.49) 29.70 (6.11) 31.27 (6.89) 
58 	 48 
N= 106 
Note. Figures in brackets are standard deviations. 
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Similar to the patterns observed amongst coping, there does not appear to be a 
difference in the pattern of changes observed in stress. That is, at both phases, stress from 
performance difficulties has the highest mean score, with similar scores for general and 
somatic distress within each phase. There does however, appear to be a decrease in each 
facet of stress over the time period, and this decrease is also reflected in the overall stress 
scores (Figure 8). Paired samples t-tests (Table 25) indicated that the differences at each 
phase of the study were significant. Thus, overall stress decreased significantly, and 
significant decreases were also apparent amongst all three facets of stress, the largest 
decrease being for somatic distress. Bonferonni adjustments were made to preserve the 
family wise error rate, and alpha was set at .01, thus all significant differences were 
preserved. 
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Figure 8. Changes in each facet of stress from baseline to post-training for all police 
constables (N= 106). 
Note. Perf Diff = Performance Difficulties, Gen Dist= General Distress, Som Dist= Somatic Distress 
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Table 25. 
Changes in Stress from Baseline to Post-training phases. 
HSCL Subscale Baseline Mean Post-train Mean 
Performance Difficulties 13.31 (2.97) 11.90 (2.58) 4.48** <.001 
General Distress 10.49 (3.00) 9.46 (2.91) 3.17** .002 
Somatic Distress 10.56 (2.99) 9.06 (2.29) 5.16** <.001 
Overall HSCL Score 34.32 (6.98) 30.41 (6.49) 5.74** <.001 
N= 106. 
Note. Figures in brackets are standard deviations. 
All df= 105 for t-test comparisons. 
"p<.01 
As discussed above, there were no significant differences in the changes across 
these phases for gender. 
5.3.4.1 Relationships between stress and coping. Correlations between the 
constructs measured by the COPE and HSCL-21 during the baseline phase are shown in 
Table 26, significant intercorrelations between construct subscales are shown in red, while 
significant relationships between stress and coping are shown in blue. Total stress scores 
had significant positive relationships with the coping strategies of focus on and venting of 
emotions, emotional social support, denial, religious coping, behavioural disengagement, 
mental disengagement and alcohol/drug disengagement. Total stress also showed 
significant negative associations with the use of planning and positive reinterpretation. A 
similar pattern of relationships emerged on examination of the HSCL subscales. All 
subscales showed significant negative associations with planning, and significant positive 
associations with focus on and venting of emotions, denial, and the three disengagement 
strategies. Along with these relationships, general distress had negative relationships with 
active coping and positive reinterpretation, and positive relationships with emotional social 
support and religious coping. Somatic distress also had a significant negative correlation 
with use of acceptance as a coping mechanism. 
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Table 26. 
Er Relationships between Coping and Stress for Police Recruits during Training 
Active Plann Suppres Restrain SSI SSE PosRe Accept Relig F&V Denial BDis MDis ADis PD GD SD HTot 
Active 
Plann 
Suppress 
Restraint 
SSI 
SSE 
PosRe 
Accept 
Religion 
FandV 
Denial 
BDis 
MDis 
ADis 
PerfDiff 
GenDist 
SomDist 
HSCLTot 
1 
.74" 
.50 1 * 
.47 1 * 
.12 
.07 
.58" 
44 1 * 
.17* 
-.02 
-.11 
-.21** 
.04 
-.01 
-.05 
-.17* 
-.14 
-.16 
1 
.40** 
.56 1 * 
.30" 
.13 
.69" 
.46** 
.17* 
-.09 
-.15 
-.28** 
-.10 
-.13 
-.19* 
-.25** 
-.26** 
-.28** 
1 
.54** 
.21" 
.11 
.29" 
.32** 
-.10 
.17* 
.09 
.10 
.16* 
.03 
.10 
.08 
.05 
.10 
1 
.20* 
.05 
.41" 
.39** 
.13 
-.09 
.10 
-.04 
.14 
.02 
.001 
-.08 
-.04 
-.05 
1 
.58** 
.31** 
.12 
.07 
.42** 
.08 
.13 
.06 
-.03 
-.04 
-.01 
.05 
.001 
1 
.23** 
.17* 
.20* 
.61** 
.09 
.02 
.17* 
-.01 
.09 
.19* 
.12 
.16* 
1 
.55** 
.22" 
.01 
-.03 
-.18* 
.05 
-.13 
-.11 
-.12* 
-.14 
-.18* 
1 
.12 
.03 
.12 
-.17* 
.06 
-.01 
-.13 
-.07 
-.19* 
-.15 
1 
.20** 
-.04 
-.04 
.14 
-.09 
.13 
.17* 
.13 
.18* 
1 
.12 
.27" 
.24"  
.02 
.24** 
.40** 
.25"  
.36* 1  
1 
.49" 
.45" 
.42" 
.26"  
.39** 
.22* 1  
.36" 
1 
.23** 
.27"  
.26" 
.32** 
.25** 
.34** 
1 
.22** 
.44** 
.32** 
.29" 
.43" 
1 
.22" 
.34** 
.29** 
.34** 
1 
.49** 
.50" 
.81" 
1 
.52** 
.82** 
1 
.82" 1 
N= 160 
*p<.05, "p<.01 
Note. Active= Active Coping, Plann= Planning, Supp= Suppression of competing activities, Restr --- Restraint Coping, SSI= Instrumental Social Support, SSE = Emotional Social Support, Posre= 
Positive reinterpretation, Accep= Acceptance, Relig= Religious Coping, F&V= Focus on and venting of emotions, Denia= Denial, BDis= Behavioural Disengagement, MDis=Mental Disengagement, 
AlDrg= Alcohol/Drug Disengagement. PerfDiff= Performance Difficulties, GenDist= General Distress, SomDist= Somatic Distress, HSCL Tot=-- Total stress score. 
The relationships between each of the five personality traits examined with stress 
and with coping (again during the baseline phase) are shown in Table 27, significant 
negative relationships are presented in blue text, while significant positive relationships 
are presented in red. The data shows that neuroticism had significant positive 
relationships with overall level of stress, and each of the three domains of stress 
measured. Neuroticism also showed significant positive associations with the use of 
focus and venting of emotions, emotional social support, denial and all three 
disengagement strategies, and significant negative associations with active coping, 
planning, restraint, positive reinterpretation and acceptance. Conscientiousness trends 
were almost the opposite of neuroticism, showing significant positive relationships with 
use of active coping, planning, positive reinterpretation and acceptance. There were also 
significant negative relationships between conscientiousness and the use of denial, and 
behavioural and mental disengagement, overall level of stress and all three domains of 
the HSCL. 
The remaining personality traits exhibited a less complex pattern of relationships, 
with agreeableness showing a positive correlation with positive reinterpretation and a 
negative correlation with denial, but no relationships with stress. Extraversion showed 
significant positive associations with positive reinterpretation, instrumental social 
support, planning, acceptance, and negative associations with behavioural and 
alcohol/drug disengagement. Extraversion also had negative associations with 
performance difficulties, general distress and total stress. Openness had significant 
positive relationships with planning, positive reinterpretation and instrumental social 
support and a negative association with suppression of competing activities. The only 
domain of stress and coping which had significant relationships with all five personality 
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traits was positive reinterpretation which was positively related to all traits except 
neuroticism with which the relationship was negative. 
Table 27. 
Relationships between Personality Traits and Reported Coping Mechanism Usage and 
Levels of Stress of Police Academy Recruits 
N E 0 A C 
Active Coping -.38** .07 .09 -.05  
Planning -.45** .17* .22** .08  
Suppression of Competing Activities .02 -.12 -.18* -.12 .10 
Restraint -.17* -.10 .11 .02 .09 
Instrumental Social Support -.004 .30** .20* .10 .09 
Emotional Social Support .17* .15 .15 .14 .08 
Positive Reinterpretation & Growth -.37** .26** .24** .23**  
Acceptance -.24** .25** .01 -.03 .18* 
Religious Coping .03 .03 .12 .09 -.02 
Focus on & Venting of Emotions .41** .03 .11 .08 .001 
Denial .41** -.05 -.13 -.18*  
Behavioural Disengagement .42** -.18* -.01 -.09  
Mental Disengagement •33** -.05 -.01 -.12  
Alcohol/Drug Disengagement .28** -.16* -.07 -.11 -.15 
HSCL - Performance Difficulties .48** -.18* -.02 -.04 -.31** 
HSCL - Somatic Distress .56** -.15 -.09 -.07  
HSCL - General Distress •40** -.18* -.04 -.002  
HSCL Total •59** -.21** -.06 -.02  
N= 158. 
*p<.05, **p<.01 
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The data also showed a number of inter-correlations between each of the facets 
of stress and coping during the post-training phase, and these are shown in Table 28. 
Significant inter-correlations between the coping subscales are presented in red text, as 
are those between the stress subscales (on the bottom right hand side of the table). 
Significant relationships between stress and coping are shown in blue text. Overall 
stress had significant positive correlations with suppression of competing activities, 
religious coping, focus and venting of emotions, denial, behavioural disengagement, 
mental disengagement, and alcohol/drug disengagement. Somatic distress and general 
distress showed the same pattern of relationships as overall stress. The facet of 
performance difficulties showed a slightly different pattern of relationships to the other 
stress constructs. Performance difficulties had positive relationships with the same 
coping strategies as the other dimensions of stress, with the exception of suppression of 
competing activities, which it did not have a correlation with. Alongside these, 
performance difficulties also had significant negative relationships with active coping, 
planning, restraint coping, emotional social support and positive reinterpretation. 
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Table 28 
The Intercorrelations between each facet of stress and coping for Constables post Academy training. 
Active Plann Suppres Restr SSI SSE PosRe Accept Relig F&V Denial BDis MDis ADis PD GD SD HTot 
Active 1 
Plann .68** 1 
Suppress 43** .38** 1 
Restraint .61** .55** .59** 1 
SSI .51** .50** .22* .39** 1 
SSE .30 .00 .15 .06 .26** 1 
PosRe .62" 441 * .22* .46** .46* 1  .12 1 
Accept .69** .64" .51** .61" .42** -.07 .61** 1 
Religion -.08 -.08 .13 -.04 -.05 .04 .01 -.03 I 
FandV -.18 -.11 .15 -.08 .07 .56** -.08 -.19 .22* I 
Denial .00 -.09 .33" .17 -.02 .07 -.04 .09 .18 .28" 1 
BDis -.10 -.17 .26** -.05 -.09 -.10 -.20* -.13 .22* .37** .58** I 
MDis -.10 -.11 .33** .17 -.07 .24* .03 -.03 .19 .41** .60** .42** 1 
ADis .10 -.21* .00 -.08 -.15 .17 -.16 -.18 .08 47 1 * .27** .41** .23* 1 
PerfDiff -.24* -.29** .03 -.22* -.06 .06 -.27" -.21* .24* .46** .24* .44" .20* .36" 1 
GenDist .00 -.09 .20* .01 -.01 .09 -.07 .07 .19* 47 1 * .44" .50" AO" .42" .57** I 
SomDist .07 -.07 .27** .00 .01 .15 -.10 .13 .20* .39** .23* .25** .34** .30** .44" .60" 1 
HSCLTot -.07 -.18 .20* -.08 -.02 .11 -.17 -.01 .25** .53** .37** 491 * .38" .44" .81" .89" .80** I 
N= 106 
*p<.05, "p<.01 
Note. Active= Active Coping, Plann= Planning, Supp= Suppression of competing activities, Restr= Restraint Coping, SSI= Instrumental Social Support, SSE = Emotional Social Support, Posre= Positive 
reinterpretation, Accep= Acceptance, Relig= Religious Coping, F&V= Focus on and venting of emotions, Denia= Denial, BDis= Behavioural Disengagement, MDis=Mental Disengagement, AlDrg= 
Alcohol/Drug Disengagement. PerfDiff= Performance Difficulties, GenDist= General Distress, SomDist= Somatic Distress, HSCL Tot= Total stress score. 
5.4 Discussion 
As predicted, the results indicate that the police recruits showed a similar 
personality profile to normative data, and no differences were apparent on neuroticism, 
openness, conscientiousness or agreeableness. However, the data also indicated 	.. 
significantly heightened levels of extraversion amongst the recruits, thus only partial 
support was obtained for hypothesis 1 (see pp. 123-124). 
The results supported hypothesis 2, as recruits who reported the experience of a 
prior lifetime traumatic event exhibited higher scores on both the IES-R and the PTG1. 
Positive relationships between the overall and subscale scores of the IES-R and PTGI 
were observed, thus supporting hypothesis 3. 
Overall stress showed a significant decrease as the recruits moved from 
training into operational duties, thus supporting hypothesis 4. Furthermore, as predicted 
in hypothesis 5, this was accompanied by decreases in the reported use of coping. 
However, while the use of most strategies showed a significant decrease, or a trend 
toward a decrease, there was no change in use of religious coping or alcohol/drug 
disengagement. Furthermore, there were reported increases in the use of Instrumental 
Social Support and Behavioural Disengagement. Thus, only partial support was 
obtained for hypothesis 5. 
As predicted in hypothesis 6, stress showed positive relationships with more 
maladaptive coping strategies, while exhibiting negative relationships with adaptive 
strategies. Similarly, hypothesis 7 predicted positive relationships between Neurotic ism 
and maladaptive coping, and this was supported. Hypothesis 8 was only partially 
supported, as extraversion, while showing a significant positive correlation with seeking 
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social support for instrumental reasons, failed to show a significant relationship with 
seeking social support for emotional reasons. 
5.4.1 Personality. 
As expected, officers showed a similar personality profile to the US adult 
normative profile, with the exception of higher levels of extraversion. Thus, hypothesis 
4 was only partially supported, as extraversion was not expected to be higher amongst 
these recruits. Furthermore, the postulated occurrence of higher levels of 
conscientiousness was not found. This suggests that while the selection process is 
geared towards selecting on the basis of locus of control, the officers who were 
successfully selected into training do not have higher trait levels of conscientiousness 
than US norms. Further, specific selection based on a dispositional characteristic, such 
as LOC, may not be reflected in differences in a broader taxonomy of personality trait 
profiles. 
Similar to the heightened extraversion found in this population, Thompson and 
Solomon (1991) observed a trend towards heightened extraversion in US police officers 
and suggested that these elevated levels had the potential to mitigate harm from the 
exposures to stress and trauma characteristic of the occupation. Thompson and Solomon 
also found significantly lower levels of neuroticism in their officers and concluded that 
this was indicative of greater emotional stability than the general population. However, 
this result was not replicated in the current study, with data suggesting that the current 
population of police recruits and the general population have comparable levels of 
emotional stability and that all facets of personality except extraversion are similar 
between the two groups. 
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Furthermore, the higher level of extraversion is potentially an artefact of 
cultural differences in personality between the US and Australian population, and not 
reflective of a difference between Australian police officers and the general Australian 
population. While, normative data for the NEO-FFI is not available for the Australian 
population, cross-cultural studies, conducted with the longer NEO-PI suggest that 
Australians are more extraverted that Americans (McCrae & Terracciano, 2005). The 
fact that there were gender differences in neuroticism should also have been anticipated, 
and is consistent with previous studies (e.g., Costa, Terraciano & McCrae, 2001; 
Feingold, 1994; Lynn & Martin, 1997; Rantanen et al. 2007) which have found that 
females are generally higher in neuroticism, than men. It must be noted that this does 
not imply differing degrees of emotional stability, but rather that there are existing 
differentials in gender emotional expression which are modest in magnitude and 
consistent with gender stereotypes (Costa et al. 2001). 
5.4.2 Prior Trauma Experiences and Outcomes. 
Before discussing the results related to trauma response, it is prudent to 
consider the results of the TSS, used to measure the incidence of officers' prior exposure 
to traumatic events. The results of this scale checklist indicate that the officers 
participating in this study had collectively experienced a high amount of potentially 
traumatising events when compared to the general population. Norris (1992) estimated 
that the lifetime prevalence of trauma was 69%, and in a study of New Zealand Police 
officers, Buchanan et al (2001) found that 70% of police officers had been involved in a 
trauma event prior to joining the police. Thus, the 84% lifetime frequency observed in 
this study is quite high. The trainees reported higher frequencies for physical assault, 
military combat, rape and tragic death; and also had a much higher frequency on 'other' 
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experiences that Norris suggested would be apparent in the general population. This 
raises questions about the impact of these experiences on the later functioning of these 
officers. On a positive note, it can be argued that the experience of these events is 
advantageous as these officers have some degree of personal insight into the types of 
events they will face as operational police. Conversely, it may act as a vulnerability 
mechanism, especially if an event mirrors that of a personally tragic or traumatic event, 
and may predispose the officer to ineffective coping and increased distress. However, 
when considering lifetime trauma exposure, there is also the potential for positive 
outcomes for these officers also, as traumatic exposure can lead to posttraumatic growth, 
and thus resilience to trauma in the longer term, which would be a positive and 
advantageous characteristic for police officers to possess. The impact of this lifetime 
exposure is discussed further in chapters 7, 8 and 9. 
It must also be considered, that when the responses of officers to these previous 
life events were considered against the DSM-IV definition of a traumatic event, that not 
all 84% of officer who had experienced these events were considered to have responded 
in a way indicative of them conceptualising the event as traumatic. When this 
distinction was considered, there were significantly higher levels of post-trauma 
symptoms amongst those who had experienced a traumatic event prior to entering the 
police academy, and this group concurrently reported significantly higher levels of post-
traumatic growth. Stephens, et al. (1999) suggest that professions such as policing 
attract individuals who have experienced traumatic life events and that this prior 
exposure increases their risk of developing stress related pathologies in response to on-
the-job experiences. However, as a result of the exposure to, and successful resolution 
of these prior traumatic events, those recruits who enter the academy may have 
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developed a more diverse repertoire of coping strategies and thus be more equipped with 
capabilities of resilience to the demands of the job. However, Stephens et al did not test 
for positive outcomes following this exposure and could only speculate on these 
relationships. 
This notion of trauma resulting in positive growth outcomes for police officers 
is further supported by the occurrence of the expected positive association between post-
trauma symptoms and reports of post-trauma growth (hypothesis 3). This relationship 
has been documented amongst survivors of trauma in a number of diverse western 
populations (Armeli, et al. 2001; Carver & Antoni, 2004; Shakespeare-Finch et al. 
2003). Given that the officers participating in this study had not yet been exposed to 
events in a work context, which can arguably change perceptions of events regarded as 
traumatic or stressful (e.g., Gist & Woodall, 2000), there would be no reason to expect 
that they would respond any differently. Perhaps more importantly, it is possible that 
the experience of these events may influence the ways in which these officers experience 
future events in the context of their operational duties as police officers. While 
Stephens, et al. (1999) argue that vulnerability is increased, the experience of these 
trauma events have provided officers with some familiarity with the types of incidents 
they may encounter as serving officers. Furthermore, some theorists argue that this 
vulnerability can actually translate into a strength (e.g., Tedeschi & Calhoun, 2003), and 
an argument that their adaptive capacity may actually be increased by virtue of this 
exposure. This then raises questions regarding whether these experiences have 
influenced the decision to join the police and with respect to responses to future events 
that may be indicative of resilience and vulnerability. It may even be that recruit 
training actually helps officers to effectively resolve the residual effects of these 
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previous experiences. While no conclusion about the value of training can be made at 
this stage, it would seem that while those recruits who have experienced trauma prior to 
entry have higher levels of distress at baseline, they also show higher levels of 
posttraumatic growth than the group who has not experienced a trauma. This suggests 
that while prior traumatic exposure may present a risk for later development of PTSD as 
a result of operational exposure, it also presents the possibility that these officers are 
more resilient to future trauma and may be able to resolve these experiences in a positive 
way. 
These questions are the basis of subsequent chapters. Chapter 7 examines the 
reasoning behind why officers entered the profession and whether these experiences 
were influential in the decision making process. In addition, chapters 8, 9 & 10 explore 
the longitudinal predictors of positive adjustment, including an examination of the 
baseline trauma and no trauma groups after 18 months — 2 years of operational duties 
(26 — 32 months of involvement in the police organisation, including the training 
period). Thus, one of the questions that will be explored is whether these experiences 
were resolved prior to joining, or as a function of training. The fact that both the IES-R 
and PTGI distinguish between those officers who have experienced a trauma and those 
who haven't is suggestive of their validity as measurement tools of these constructs (i.e., 
there are significant differences). 
The findings with regard to the relationships between personality and trauma 
outcome partially support the notion that extraversion and neuroticism act as protective 
and vulnerability factors respectively. However, it also appears that openness to 
experience may also act as a protective factor, as it was the only personality factor to 
have significant positive relationships with all facets of post-traumatic growth, with the 
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exception of spiritual change. In addition, openness had positive relationships with all 
facets of the IES-R for the group who had not experienced a prior traumatic event. This 
is potentially suggestive of the ability to mobilise resources and look for the positive in 
negative events. In this sense too, negative events may be more likely to be appraised as 
challenging, rather than as threatening. Given that there were no differences in the 
personality profile for each group, the defining factor here seems to be the experience of 
a trauma. There is also the potential for influences on the types of coping strategies 
these officers are likely to employ when faced with potentially stressful and traumatic 
experiences on the job. 
5.4.3 Stress and Coping. 
The results indicated that officers reported greater use of adaptive coping at 
baseline, a pattern which was maintained to the post-training phase. This suggests that 
while the use of some coping strategies decreased, this is likely due to the overall 
decrease in stress. The pattern of coping mechanisms reportedly used by these police 
officers presents a somewhat positive picture. The high use of adaptive strategies such 
as positive reinterpretation and acceptance in both phases suggests that officers possess 
and use the capacity to reframe negative events in a more positive light, which would 
certainly be advantageous given the types of events they are likely to face operationally. 
In addition, the use of other adaptive strategies such as active coping and planning is 
potentially beneficial in an operational context. The use of these strategies suggest that 
officers think about the way in which they may react to a given event and are able to put 
in a plan of action prior to the encounter. Thus, they are able to proactively approach 
different events, situations and contexts. There are two possibilities for these 
occurrences, that these individuals tend to cope in this way generally, or that the use of 
Chapter 5 	 162 
these strategies is a product of training. However, given the relationships between 
personality and trauma response, it is more likely that the explanation lies in a mixture 
of previous propensities for certain coping strategies and these types of strategies being 
actively taught and encouraged during training. Furthermore, the previous experience of 
a traumatic event, or even of a stressful life experience, is suggestive of prior 
opportunities to use more adaptive strategies in a effective way and to learn which 
strategies are effective in different situations, thus enhancing the repertoire of available 
coping resources. 
There were differences in the coping profiles of each gender at the baseline 
phase, but this was not preserved to the post-train phase. This result was not anticipated. 
That is, the gender groups were not expected to become more homogenous in terms of 
coping usage over these time points. However, these changes are potentially a product 
of training that the officers received at the police academy. Given that there is a heavy 
emphasis on effective ways of coping with adverse events in the training curriculum, it 
may be that officers are reporting how they expect themselves to respond to certain 
events. At the post-training phase, the officers had had little more operational exposure 
than they had had at the baseline point. Thus, the change to homogeneity between the 
genders may be a result of prospective reporting, rather than a true reflection of the 
coping strategies they would use in these situations. Indeed, Shakespeare-Finch et al. 
(2003) found a similar occurrence amongst new ambulance recruits upon 
commencement of operational duties, and argued the homogeneity in coping was likely 
a result of training processes and procedures employed in the ambulance service. 
Another possibility for the more homogenous results is social desirability. In 
particular, females to do not want to be seen as "soft", or as different to their male 
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counterparts with regard to their response to challenges, and do not want their ability to 
cope to be questioned . Hence, they may be reporting strategies that match those they 
have been taught at the academy, and that adhere to the masculinised structure of the 
police culture. Similarly, males might have perceived that they were expected to 
respond in a certain way. Again, it is possible that the results are influenced by the 
socialisation experience engaged in throughout training at the police academy. 
The decrease in stress upon the completion of training appears to be a function 
of leaving the structured, academic environment at the police academy, and returning to 
a somewhat normal life. The decrease in both somatic and general distress suggests that 
officers are feeling much more relaxed in their everyday lives. However, it appears the 
officers are still experiencing some form of evaluative pressure even though they have 
left the academic environment of the police academy. One possible explanation for this 
is the nervousness that comes with the commencement of any new job. This contention 
is explored further in chapter 7. 
5.4.4 Summary 
The results of this phase of the study raise a number of questions that are 
explored in subsequent sections of the thesis. Firstly, is the experience of a prior trauma 
and an individual's subsequent response to it, predictive of positive adjustment in the 
face of a successive traumatic event? Secondly, do these prior traumatic events 
influence individual decisions to join the profession? Thirdly, given the higher levels of 
extraversion apparent amongst these officers, is their any evidence that this trait is 
predictive of positive adjustment outcomes for these officers? In addition, there are a 
number of questions raised regarding stress and coping. In particular, will the pattern of 
adaptive coping use be maintained throughout officers professional careers? Also, does 
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stress continue to decrease over time, and is stress from performance difficulties 
alleviated once officers have more experience in their roles as police constables? 
This chapter has focussed on providing a picture of the characteristics of the self-
selected police officer, and examined changes in stress and coping as these individuals 
move through the initial stages of their professional police careers. However, while 
individual characteristics are an important component of the adjustment process, a 
systematic evaluation of police officer adjustment requires consideration of the 
influences of the job itself. Chapter 6 examines the initial occupational experiences of 
these officers, and discusses the important relationship between individual influences 
and initial experiences of the organisation. 
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CHAPTER SIX 
INDIVIDUAL AND OCCUPATIONAL INFLUENCES ON POLICE OFFICER 
WELL-BEING: FIRST IMPRESSIONS OF OPERATIONAL POLICING. 
6.1. Occupational Determinants of Adjustment 
While Chapter five focussed on examining the individual characteristics police 
officers bring with them into the profession, this chapter presents the data related to 
occupational experiences of these police officers and examines the individual and 
occupational predictors of job satisfaction during the initial post-training phase. As 
discussed in chapter one, research on police officer well-being has traditionally been 
embedded within the pathogenic paradigm. This focus has been driven largely by the 
stereotypical view that policing is a highly stressful occupation, and that officers 
succumb to the associated negative outcomes to a greater degree than employees in other 
occupations. Thus, there is a presupposition that stress is a function, predominantly, of 
the operational situations officers face and that exposure to stressors will inevitably 
result in pathological outcomes (e.g., Dunning, 2003; Miller, 1995; Mitchell & Bray, 
1990; Paton, Smith, Violanti, & Eranen, 2000; Sthulmiller & Dunning, 2000). 
However, while attendance at, and exposure to, adverse incidents are an integral 
aspect of policing, officers know this prior to becoming operational, and therefore have 
some expectation of being involved in volatile situations (Gist & Woodall, 2000). On 
this basis, it has been argued that that focus of police personnel whilst 'on the job' is on 
doing what they were trained to do, rather than on the traumatic nature of the situations 
that they face (Gist & Woodall, 2000, Pennebaker, 2000). The last decade has seen the 
emergence, or resurgence in some respects, of increased focus on a component of the 
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police officer's working life that has not been readily acknowledged as impacting 
extensively on well-being: organisational stressors. The deleterious effects of 
organisationally imposed stressors for emergency service employees, have only begun to 
be fully explored and acknowledged during the latter part of the last decade (e.g., Bartol, 
1996; Burke & Paton, 2006a,b; Hart, Wearing, & Heady,1993, 1995; Kohan & 
Mazmanian, 2003; Paton, Violanti, & Dunning, 2000). In fact, these components are not 
only acknowledged, but argued to make a much greater contribution to well-being than 
the intermittent, but expected, critical incident exposure. Consequently, to fully 
understand the complex processes involved in police stress and well-being, a holistic 
examination must encompass both the operational 'on the beat' component and the 
organisational characteristics, as well as individual difference characteristics as 
discussed in Chapter 5. 
6.1.1 Operational Experiences. 
As previously discussed, officer's operational (i.e., 'on the beat') experiences 
have generally been assumed to be the principle determinant of adverse impacts on their 
well-being. This assumption has, until recently, prevented recognition that operational 
experiences can be further characterised as being hassles (e.g., having an arrest fall 
through on a legal technicality) and uplifts (e.g., saving the life of a member of the 
public), with the argument being that these make differential contributions to negative 
and positive outcomes respectively (Hart et al. 1993). This distinction is important. 
Positive operational experiences have been identified as playing a significant role in 
sustaining a sense of coherence between the occupational roles, identities and 
expectations of officers (Dunning, 2003). Furthermore, these factors cannot be 
realistically understood in isolation from the wider organisational context. 
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6.1.2 Organisational Experiences. 
The role played by the organisation is seen as a particularly salient aspect of 
employee adjustment and functioning, and has been found to be a central determinant of 
well-being for police (K.J. Burke & Paton, 2006a, 2006b; Hart et al. 1993, 1995) and 
other professions regarded as 'high risk' (Hart, 1999; Paton et al. 2003). The 
organisation provides the context within which personnel interpret their experiences and 
attempt to make sense of, or impose coherence, upon them (Gist & Woodall, 2000; 
Pennebaker, 2000; Pollock et. al, 2003b). Thus, the actions taken and promoted by the 
police organisation, particularly in the provision of operational guidelines, must make 
sense to the employees in terms of their occupational expectations and experiences. A 
breakdown in organisational coherence can place unexpected restrictions and 
frustrations on officers in terms of their interpretations of operational experiences. 
As with operational experiences, there is a recognition that organisational 
experience encompasses both positive and negative dimensions. Furthermore, just as 
operational experience could be characterised according to whether a given facet is 
likely to be perceived as a 'hassle' or an 'uplift', a similar categorisation applies to 
organisational characteristics. That is, officers' experience of organisational life 
comprises uplifts (e.g., recognition for good work, being given responsibility for 
operational decision making) and hassles (e.g., 'red tape') (Hart et al. 1993; Hart et al. 
1995; Hart & Cooper, 2001), with each holding the potential to influence well-being in 
different ways (Hart, et al. 1995; Hart & Cooper, 2001; Tedeschi & Calhoun, 2003). 
Negative organisational experiences are implicated in the breakdown of organisational 
coherence and can have a profound impact on a police officer's professional identity. 
Officers enter a profession they see as providing a helping role, implicit in their 
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expectations is that the structure and culture of the organisation would support this. If 
this is not the case, there is a greater likelihood of the organisation contributing to 
adverse psychological outcomes. In this sense, it is not sufficient to focus solely on the 
experiences of officers. The culture and climate of the organisation in which these 
experiences actually take place must also be considered. 
6.1.3 Organisational Climate and Culture 
The activities implicit in the policing experience (operational and organisational) 
are undertaken in the context of officers' wider organisational membership. For 
example, selection, socialisation and training processes reflect prevailing organisational 
cultural beliefs and make a significant contribution to the context in which officers 
experience work life and critical incidents (e.g., as a result of the tactical management 
procedures they prescribe, the degree of autonomy allowed to officers, attitudes to 
mental health). The organisational climate also encompasses the bureaucratic and 
political aspects of work life, and these facets of officers' experience influence both the 
daily demands on officers and their vulnerability to posttraumatic stress reactions 
(Violanti & Paton, 1999). 
In the main, the influence of organisational factors on officer well being has 
generally been perceived as peripheral, and not deemed as salient to officers' 
psychological functioning as the operational content of policing (see Abdollahi, 2002). 
However, core aspects of organisational culture (e.g., its influence on training, 
operational tactics) make a significant contribution to the context in which operational 
experiences are interpreted and response takes place (e.g., autocratic management 
influences scope for responding to emergent demands during critical incident response) 
(Alexander & Wells, 1991). The realisation that organisational practices sustain 
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bureaucratic and political objectives as much they do the pursuance of core policing 
activities, it can be this aspects of work that shatters officers assumptions and 
contributes to their experiencing adverse psychological outcomes (Violanti & Paton, 
1999). That is, organisational characteristics can facilitate or hinder employee 
adjustment, functioning and well-being (K.J. Burke & Paton, 2006a; Paton et. al, 2003). 
In this context, it is not surprising that studies that have purposefully focussed on 
the organisational determinants of stress and well-being have consistently found that 
organisational processes are just as, if not more important, in determining employee 
well-being than the operational content of the job. This relationship has been found for 
both occupational and traumatic stress (K.J. Burke & Paton, 2006b; Gist & Woodall, 
2000; Hart, 1999; Hart, et al. 1995; Hodgins, Creamer & Bell, 2001; Stephens & Long, 
2000) and highlights the importance of taking a holistic approach to the examination of 
police officer well-being. To test this possibility, it is first necessary to assess the 
relationship between organisational experience and a dependent variable that is sensitive 
to changes in occupational and critical incident experiences. One such factor is job 
satisfaction. 
6.1.4 Job Satisfaction and Employee Well-being. 
Despite their high exposure to adverse situations, police officers generally report 
similar or higher levels of job satisfaction compared with those employed in 'less 
stressful' occupations (Hart, 1999). Reasons for this observation become clearer if 
positive and negative outcomes are conceptualised as discrete entities rather than as 
lying at opposite ends of a continuum (Hart et al. 1993). An event attended by an officer 
may be distressing or traumatic initially, but also provide them with a great deal of 
satisfaction in knowing that they have handled a situation to the best of their ability, 
Chapter 6 	 170 
even if, in the process, they experienced some level of distress. That is, challenging 
events can act as a catalyst for the development of resilience and/or positive individual 
change. For example, North et al. (2002) investigated officer's reactions following their 
involvement in the response to the Oklahoma City terrorist bombing. They found that 
despite the event being negative in nature, some officers reported increased job 
satisfaction. This was linked to the sense of pride in their performance and with 
improved relationships with managers. Others, however, reported a decline in job 
satisfaction from their experience of this critical incident. Differences of this nature 
highlight a need for research to account for why officers who experienced the same 
event in very similar ways can experience very different outcomes. However, it is also 
argued here that this line of inquiry needs to extend to examining how perceptions of 
operational and organisational experiences could account for differences in job 
satisfaction. In addition to it being influenced directly by critical incident experience 
(North et al. 2002), job satisfaction can also illustrate the relationship between 
organisational life and well-being (e.g., Abdollahi, 2002; Brough, 2004; Haarr, 2005; 
Hart, et al. 1993, 1995; Hart & Cooper, 2001). 
The overall aim of this chapter is to determine the relative influence of 
occupational experiences and individual characteristics on the construct of job 
satisfaction. There are a number of aims implicit in this. The first is to establish 
evidence for the notion that positive and negative occupational experiences are discrete 
constructs, consistent with results found by K.J. Burke 8c Paton (2006) and Hart and 
colleagues (1993, 1995) in relation to currently employed police officers. A second aim 
at this phase of the overall project was to establish base levels of occupational 
experiences and perceptions of organisational climate and job satisfaction which could 
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then be examined for changes at later time points in the project (these effects are 
discussed in chapters 8 and 9). A third aim was to incorporate the findings discussed in 
chapter 5 regarding the influence of personal characteristics on occupational 
experiences. In line with these aims, a number of hypotheses were posed. 
- Hypothesis 9 was that there would be a weak but positive relationship between 
positive and negative work experiences (hassles and uplifts). Thus providing 
evidence of the necessary separation of these constructs. 
- Hypothesis 10 stated that there would be a positive relationship between positive 
work experiences, organisational climate and job satisfaction and that these 
relationships would be inverse for negative work experiences. 
- Hypothesis 11 predicted that there would be both positive and negative relationships 
between occupational experiences and stress and coping. Specifically, positive work 
experiences would have positive associations with adaptive coping strategies, such 
as active coping and planning, and negative associations with stress. Similarly, 
negative work experiences would have positive relationships with less adaptive 
strategies, such as denial and disengagement, and show positive associations with 
stress. Thus, it is expected that the more positive work experiences an officer 
reports, the more likely they are to have reported use of adaptive coping strategies 
and the experience of lower levels of stress. 
- Hypothesis 12 predicted that job satisfaction would have a negative relationship with 
stress. 
- Hypothesis 13 predicted that Organisational experiences would have a stronger 
predictive relationship with job satisfaction than operational experiences. In 
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particular, organisational hassles would offer more predictive value than operational 
hassles. 
6.2 Method. 
6.2.1 Participants. 
One hundred and sixty police constables (who comprised the 7 training groups in 
the baseline phase of the study) were surveyed upon completion of their training at the 
police academy. Of the 156 officers who graduated, 69% (n= 108) continued to 
participate during this second phase of the study. The gender split of the baseline phase 
was preserved, with 56% (n= 60) of those responding being male. 
6.2.2 Materials. 
The chapter presents and discusses the data related to officer's initial 
occupational experiences and the influence of both individual and occupational 
characteristics in the prediction of job satisfaction at the post-training stage of the 
officers' careers. As such, it extends on the material presented in Chapter 5, and initially 
focuses on the constructs of positive and negative occupational experiences, 
organisational climate and job satisfaction (see Chapter 4 for an overview of measures). 
It then examines these occupational experience constructs in conjunction with the 
individual level variables examined in Chapter 5 (stress, coping and personality). Table 
29 is reproduced below from Chapters 4 and 5 and highlighted cells indicate the 
constructs being examined at this time point. 
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Table 29 
The Concepts Examined at each phase of the Project. 
Concept 	 Instrument 	 BL 	PT 	FU 
Personality 	 NEO-FFI (Costa & McCrae, 1989) 	 X 
Coping 	 COPE Inventory (Carver, Schier & Weintraub, 1989). 	X 	X 	X 
CPF (stress) 	 HSCL-21 (Green, Walkey, McCormick, & Taylor, 1998). 	X 	X 	X 
Trauma Experiences 	 Traumatic Stress Schedule (Norris, 1992). 	 X 	 X 
Symptoms of Traumatic Distress IES-R (Weiss & Mannar, 1997). 	 X 	 X 
Positive change following 	PTGI (Tedeschi & Calhoun, 1996). 	 X 	 X 
trauma 
Positive & Negative 	 PDHUS (Hart, Wearing & Heady, 1993, 1995). 	 X 1 X 
Occupational Experiences 
Organisational Climate 	Adapted ICI (Anderson & West, 1998; K.J. Burke & 	 X 
Paton, 2006). 
Job Satisfaction 	 JSI (Brayfield & Rothe, 1984). 	 X 	X 
Note. BL = Baseline Phase, PT= Post-training Phase, FU = Follow-up Phase. 
CPF = Current Psychological Functioning. 
X denotes construct was measured during this phase. 
6.2.3 Procedure. 
Officers were surveyed upon completion of their training, and booklets were sent 
to their first assigned station. A more detailed overview of the procedure during this 
post-training phase of the study can be found in Chapter 5 (pp. 116-164) 
6.3 Results 
The following section presents data that was gathered during the post-training 
phase of the study, and also makes some reference to data gathered at the baseline phase 
(i.e., personality), this was presented in Chapter 5. Information regarding assumption 
testing for the variables in this phase of the study can be found in Appendix F. 
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6.3.1 Daily Hassles and Uplifts. 
Tables 30 and 31 shows the means and standard deviations for constables on 
each of the dimensions of Positive and Negative work experiences (uplifts and hassles), 
as well as the overall mean scores identified for each of the organisational and 
operational domains of work experience. For the construct of Organisational uplifts, the 
Co-worker domain scored much higher than any of the other domains making up the 
construct, while the lowest domain scores were for Family and Promotions. The domain 
scores were less disparate for Operational uplifts, with the Victims domain showing the 
highest mean score, and Rosters eliciting the lowest scores. Independent samples t-tests 
indicated that there were no significant differences between scores for each gender. 
Constables reported relatively low mean levels of Organisational hassles, and 
moderate levels of Operational hassles. For the construct of Organisational hassles, the 
domain score for Administration was higher than all other domains scores, while 
minimal hassles were reported on the domains of Ratings and Promotions. The highest 
domain scores for the construct of Operational hassles were on the Activity, Victims and 
Frustration scales, with the lowest scores on the domains of Driving and Complaints. 
Independent samples t-tests indicated there were no gender differences. 
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Table 30. 
Mean Scores on the Police Daily Uplifts Scale for Constables Post Academy Training by 
Gender. 
Overall Mean Male Female 
Org. uplifts 78.85 (19.81) 77.67 (19.44) 81.92 (21.39) -1.08 .09 
Decision Making 11.05 (3. 76) 11.00 (3.95) 11.45 (3.85) -0.61 .55 
Workload 9.93 (3.16) 9.98 (3.07) 10.04 (3.34) -0.09 .93 
Coworkers 21.27 (5.65) 20.63 (5.55) 22.40 (5.78) -1.61 .11 
Administration 6.78 (2.52) 6.75 (2.18) 6.81 (2.97) -0.12 .90 
Amenities 6.27 (2.73) 6.28 (2.82) 6.46 (2.76) -0.32 .75 
Supervision 8.74 (2.63) 8.43 (2.70) 9.17 (2.47) -1.46 .15 
Promotions 4.96 (3.20) 4.62 (3.13) 5.71 (3.58) -1.69 .09 
Family 4.96 (2.27) 5.17 (2.29) 4.83 (2.30) 0.75 .45 
Operational Uplifts 32.30 (10.84) 31.70 (10.52) 33.85 (11.79) - 1.00 .32 
Offenders 10.11 (4.53) 10.17 (4.34) 10.29 (4.98) -0.14 .89 
Victims 14.28 (5.99) 13.80 (5.71) 15.27 (6.45) -1.26 .21 
Rosters 7.91 (2.32) 7.73 (2.45) 8.29 (2.25) -1.22 .23 
Overall uplifts 111.15 (28.59) 109.37 (27.88) 115.77 (31.29) -1.12 .26 
N= 106 
Table 31. 
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Means and Standard Deviations for Police Constables on the Police Daily Hassles Scale 
Post Academy Training by Gender. 
Overall Mean Male Female 
Org.Hassles 33.00 (26.17) 33.33 (28.80) 33.08 (22.88) 0.05 .96 
Communication 4.92 (4.65) 4.62 (2.76) 5.43 (2.53) -0.91 .37 
Administration 7.56 (5.69) 7.57 (5.92) 7.77 (5.47) -0.18 .85 
Supervision 1.58 (1.58) 1.50 (1.67) 1.69 (1.46) -0.61 .54 
Ratings 1.31 (1.66) 1.20 (1.62) 1.43 (1.69) -0.74 .46 
Morale 2.28 (3.04) 2.53 (3.42) 2.04 (2.56) 0.83 .41 
Coworkers 4.94 (4.96) 5.53 (5.47) 4.29 (4.33) 1.28 .20 
Individual 3.91 (4.45) 3.90 (4.77) 3.95 (3.97) -0.07 .95 
Amenities 2.82 (2.56) 2.83 (2.86) 2.77 (2.11) 0.13 .90 
Equipment 2.15 (1.79) 2.23 (1. 77) 2.08 (1.79) 0.43 .67 
Promotions 1.72 (1. 94) 1.75 (1.90) 1.60 (1.92) 0.39 .67 
Operational Hassles 36.42 (26.16) 36.11 (28.54) 36.56 (22.52) -0.09 .93 
People 3.62 (2.79) 3.58 (2.97) 3.67 (2.52) -0.16 .88 
Workload 3.44 (3.39) 3.53 (3.76) 3.29 (2.82) 0.37 .71 
Frustration 5.75 (4.09) 5.73 (4.3/) 5.81 (3.76) -0.10 .92 
External 4.40 (4.52) 4.67 (4.83) 4.15 (4.07) 0.60 .55 
Victims 6.91 (5.31) 6.48 (5.53) 7.40 (4.98) -0.89 .38 
Activity 7.58 (6.00) 7.52 (6.43) 7.56 (5.43) -0.04 .97 
Complaints 1.38 (1.58) 1.18 (1.44) 1.56 (/. 71) -1.25 .22 
Danger 2.06 (2.17) 2.13 (2.08) 1.89 (1.70) 0.57 .57 
Driving 1.27 (1.46) 1.28 (1.56) 1.22 (1.31) 0.19 .85 
Overall Hassles 69.41 (50.91) 69.45 (55.67) 69.64 (43.99) -0.02 .98 
N= 106. 
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Table 32 shows a number of significant inter-correlations between the positive 
and negative work experiences on the Police Daily Hassles and Uplifts Scale (PDHUS). 
The table shows strong positive relationships between Organisational and Operational 
uplifts, and between Organisational and Operational hassles. Operational uplifts also 
has significant positive correlations with both Organisational and Operational hassles, 
while Organisational uplifts shows no relationship with either of these negative 
experience constructs. There is also a low, but significant, positive correlation between 
the Total uplifts score and Total hassles score. 
Table 32 
Relationships between Positive and Negative Work Experiences on the PDHUS for 
Constables Post Academy Training. 
OrgUp OpUp TotUp Orghass Ophass Tothass 
Org Uplifts 
Op Uplifts 
Tot Uplifts 
Org Hassles 
Op Hassles 
Tot Hassles 
1 
.72** 
.96** 
.09 
.16 
.13 
1 
.88** 
.27** 
.34** 
.31** 
1 
.18 
.24* 
.21* 
1 
.89** 
.97** 
1 
.97** 1 
N= 106. 
*p< .05, **p<.001 
6.3.2 Organisational Climate. 
Table 33 outlines the means and standard deviations for each facet of 
Organisational climate. The table shows that Constables scored highest on the facet of 
Participation safety, followed by Vision, Task orientation and Support for innovation. 
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The facet of Interaction frequency scored substantially lower than the other 4 climate 
variables. Table 33 also shows that this pattern was maintained by both genders, and 
independent samples t-tests indicate no differences between genders on any facet of 
Organisational climate. 
Table 33. 
Means and Standard Deviations for Constable's perceptions on each facet of 
Organisational Climate. 
Overall Males Females 1 P 
Vision 38.64 (7.37) 38.48 (6.87) 38.83 (8.00) -.24 .81 
Participation Safety 41.65 (8.09) 40.86 (8.60) 42.60 (7.42) -1.11 .27 
Support for Innovation 24.10 (5.90) 23.74 (6.02) 24.54 (5.80) -.69 .49 
Task Orientation 35.51 (5.41) 34.34 (5.88) 35.71 (4.85) -.34 .73 
Interaction Frequency 12.38 (3.00) 12.02 (2.89) 12.79 (3.10) -.133 .19 
N= 106. 
Note. Figures in brackets are standard deviations. 
All df= 104 for t-test comparisons. 
6.3.3 Job Satisfaction. 
The mean level of Job satisfaction for constables at the post-training time point 
was 71.67 (SD= 9.95). This indicates a moderate to high level of Job satisfaction. 
While males had a mean satisfaction level of 70.72 (SD-10.41), females had a mean of 
72.18 (SD=9.35), both falling into the moderate-high range. An independent samples t-
test indicated no significant difference between the level of Job satisfaction found for 
each gender t(104)= -1.077,p= .28. 
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6.3.4 Occupational Experience Construct Relationships. 
The relationships between all facets of occupational experience (Climate, Work 
experiences and Satisfaction) and the inter-correlations between the individual facets of 
Organisational Climate are shown in Table 34. This table indicates that there are a 
number of moderate to strong positive intercorrelations between the facets of 
Organisational Climate with the highest being between scores on Task Orientation and 
Participation Safety. The lowest intercorrelation was between the scores for Interaction 
Frequency and Vision. 
The table also shows that there were a number of significant relationships 
between these climate facets and Positive and Negative Occupational Experiences. 
Organisational uplift scores were significantly and positively related with all Climate 
facets except Vision, while Organisational Hassles showed negative associations. 
Operational Uplift scores have significant positive relationships with Participation and 
Interaction, while Operational Hassles had significant negative relationships with all 
facets of Climate, with the exception of Interaction. Alongside these relationships, 
Table 34 indicates a number of significant relationships between Climate, Work 
experiences and Job satisfaction. Organisational and Operational hassles had moderate 
negative relationships with Satisfaction, while Participation, Vision and Task orientation 
have low positive correlations with Job sa' tisfaction. There was no correlation between 
Satisfaction and either facet of Uplifts. 
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Table 34 
Relationships between facets of organisational climate, positive and negative work 
experiences and job satisfaction. 
Vision Participation 
Safety 
Support for 
Innovation 
Task 
Orientation 
Interaction 
Frequency 
Job 
Satisfaction 
OrgUp .17 .40** .28** .29** .33** .08 
OpUp .04 .36** .16 .17 .25* .05 
OpHass -.25** -.34** -.38** -.37** -.19  
OrgHass -.33 -.50** -.48** -.44** -.28**  
Vision 1 .48** .44** .43** .30** .23* 
Participat 1 •77** .78** .66**  
lnnovat 1 .71** .66** .13 
TskOr 1 .64** .23* 
Interact 1 .17 
Job Sat 1 
N= 106. 
Note. OrgUp = Organisational Uplifts, OpUp= Operational Uplifts, OpHass= Operational 
Hassles, OrgHass= Organisational Hassles 
*p<.05, **p<.01 
6.3.5 The Relationships between Individual Characteristics and Occupational 
Experiences. 
The relationships between Stress and Coping (see Chapter 5 for descriptive data) 
and Occupational Experiences are presented in Table 35. The table illustrates a number 
of interesting relationships between individual and organisational level variables, with 
significant positive relationships shown in red and significant negative relationships in 
blue. Operational hassles had significant positive relationships with Suppression of 
competing activities, and the majority of the emotional and disengagement strategies. 
Operational hassles also had moderate correlations with all facets of stress. 
Organisational hassles exhibited a similar pattern of relationships to operational hassles, 
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its strongest relationships being with Behavioural disengagement amongst the coping 
strategies, and with General distress. 
The pattern of relationships for Positive Work Experiences was not as complex. 
Operational uplifts showed a low negative correlation with Planning and weak positive 
correlations with all facets of Stress. It is important to note that these relationships are 
of a much smaller magnitude than those for the hassles scales. Organisational uplifts 
showed a weak positive correlation with Emotional social support (SSE), and did not 
have any relationship with any facet of stress. 
The components of Organisational climate also showed some significant 
associations with Stress and Coping. Vision had negative relationships with both Focus 
and venting of emotions, and Behavioural disengagement. Participation safety had 
positive relationships with Instrumental social support (SSI) and Positive 
Reinterpretation, while showing negative relationships with Focus and venting of 
emotions, Denial, Behavioural disengagement and Mental disengagement. Innovation 
showed a positive correlation with Acceptance, and negative relationships with Focus 
and venting, and Behavioural disengagement. There were positive correlations evident 
between Task orientation and Planning, Restraint, Positive reinterpretation and both 
Instrumental and Emotional social support, and negative correlations with Behavioural 
and Mental disengagement. Lastly, Interaction frequency had positive correlations with 
Restraint, Positive reinterpretation and Acceptance; and negative relationships with 
Focus and venting, Behavioural disengagement and Alcohol/drug disengagement. Each 
of the components of climate, with the exception of Interaction, had the same pattern of 
relationships with Stress, having negative relationships with Performance difficulties, 
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General distress and Overall stress, but not Somatic distress. Interaction showed no 
relationship with Overall stress, or with any of the facets of Stress measured. 
Job satisfaction had only negative relationships with Coping and Stress, the 
strongest correlations being with Denial, Suppression of competing activities and Focus 
and venting of emotions. Other significant negative relationships were with Mental 
disengagement, Behavioural disengagement, SSE and Restraint coping. All facets of 
Stress had significant negative correlations with Satisfaction, the strongest being with 
General distress. 
Correlation analyses were also conducted between personality (as measured in 
the baseline phase) and all occupational experience variables. As there were very few 
significant relationships, this data was not included in the below table, but can be found 
in Appendix I. Job satisfaction had no significant relationships with personality, the 
highest coefficient was with Extraversion (r= .18, p=.23). Vision, from the 
organisational climate scale, had a significant correlation with Conscientiousness (r= 
.21, p<.05) and Organisational hassles had a significant relationship with Neuroticism 
(r= .21, p<.05). There were no other significant relationships between personality and 
occupational experience. 
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Table 35 
41 
The Relationships between Stress, Coping and Occupational Experiences. 
OpHass OrgHass OpUp OrgUp Vision Participa Innov TaskOrie Interact JobSat 
Active -.03 -.11 -.14 -.11 .03 .07 -.02 .16 .15 .10 
Plann -.07 -.18 -.26** -.17 .11 .13 .12 .20* .07 .12 
Suppress •43** .38** .03 -.03 -.07 -.17 -.09 -.04 .01  
Restraint .06 .04 -.13 -.05 .13 .01 .14 .24* .28**  
SSI -.02 -.10 .18 .16 .18 •30** .13 .25* .18 .07 
SSE .16 .10 .17 .21* .05 .19 .17 .22* -.03  
PosRe -.10 -.18 .18 .11 .18 .29** .19 .25** 33** .22- 
Accept .00 -.11 -.04 -.10 .18 .14 .19* .16 .22* .00 
Religion .17 .18 .09 .12 -.11 -.04 .01 -.08 .11 -.13 
FandV •39** .45** .15 .10 -.19* -.20* -.20* -.16 -.25** -.33** 
Denial .38** .38** .14 -.03 .09 -.25* .02 -.06 .13  
BDis .41** .51** .11 -.08 -.38** -.52** -.36** -.38** -.26**  
MDis .32** .36** .09 .13 -.11 -.26** -.14 -.21* .03  
ADis .27** .32** .10 .09 -.14 -.18 -.12 -.17 -.20* -.13 
PerfDiff 45** .42** .21* .16 -.28** -.22* -.21* -.26** -.18  
GenDist .64** .64** .19* .02 -.33** -.43** -.32** -.35** -.15  
SomDist •49** .40** .25* .18 -.10 -.08 -.05 -.12 .03  
HSCLTot .64** .60** .26** .14 -.29** -.31** -.24* -.30** -.13  
N= 106 
*p<.05, **p<.01 
6.3.6 Predictors of Job Satisfaction Post-training. 
The results thus far indicate a number of significant correlations between both 
individual and organisational level variables and the outcome of Job satisfaction. In order 
to ascertain which variables examined during the current study contribute thus far to the 
prediction of job satisfaction, a stepwise regression analysis was performed. All 
personality variables (NEO-FFI) and trauma variables (IES-R and PTGI) measured in the 
baseline phase were included, alongside the Stress, Coping and Occupational experience 
variables measured in the current phase. Table 36 displays the unstandardised regression 
coefficients (B) and standard error (SE) for each predictor in each model, along with the 
standardised regression coefficient (13). R2 values for each model are also presented. 
The table shows the first model and, indicates that Organisational Hassles alone 
explain 31% of the variance in Job satisfaction, F(1, 106)= 46.80, p<.01. Model 2 added 
Emotional Social Support (SSE) to the equation, F(1, 105)= 6.80,p= .003, and indicates 
both variables were significant predictors of job satisfaction. With Operational Uplifts 
added, Model 3 showed F(1, 104)= 9.21, p=.003 both Organisational Hassles and SSE 
remaining significant predictors. Denial was the next variable considered, with Model 4 
demonstrating F(1,103)= 8.93, p=.003. Model 5 saw the only significant personality 
variable, Extraversion, entered into the analysis with F(1, 102)= 6.60, p=.01. Finally 
Behavioural disengagement was included in the equation with F(1, 101)= 5.97,p= .02. All 
previous variables entered into the equation remained significant, with 51% of the variance 
in job satisfaction being explained by these 6 variables combined. 
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Table 36. 
Summary of Stepwise Regression Analysis Examining Individual and Occupational 
Predictors of Job Satisfaction for Police Constables Post Academy Training (N=106). 
Model Predictors B SE 0 Model Adj R2 
1 Organisational Hassles -.21 .03 -.55" .31 
2 Organisational Hassles -.20 .03 -.53" 
Emotional Social Support (PT) -.65 .25 -.21* .35 
3 Organisational Hassles -.23 .03 -.58** 
Emotional Social Support (PT) -.73 .24 -.23** 
Operational Uplifts .22 .07 .24** .40 
4 Organisational Hassles -.20 .03 -.53** 
Emotional Social Support (PT) -.76 .23 -.24** 
Operational Uplifts .23 .07  
Denial (PT) -1.00 .34 -.23" .45 
5 Organisational Hassles -.19 .03 -.50" 
Emotional Social Support (PT) -.73 .23 -.23" 
Operational Uplifts .23 .07  
Denial (PT) -1.159 .33 -.27" 
Extraversion .38 .15 .19* .48 
6 Organisational Hassles -.22 .03 -.58" 
Emotional Social Support (PT) -.64 .22 -.21** 
Operational Uplifts .23 .07 .25" 
Denial (PT) -1.57 .37 -.36** 
Extraversion .43 .15 .21" 
Behavioural Disengagement (PT) 1.38 .57 .23* .51 
Note. PT= Post-training phase 
*p<.05. **p <.01. 
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6.4 Discussion 
As predicted, there were low-moderate positive correlations between positive and 
negative work experiences, providing support for Hypothesis 9. The relationships between 
work experiences, organisational climate and job satisfaction were more complex than 
anticipated. While relationships were in the expected directions, there were a number of 
unexpected non-significant correlations (e.g., between positive work experiences and job 
satisfaction). Thus, only partial support was obtained for Hypothesis 10. Similarly, only 
partial support was obtained for Hypothesis 11. While the expected relationships were 
apparent for negative work experiences (i.e. positive relationships with maladaptive coping 
and with stress), the pattern of relationships was quite different than expected for positive 
work experiences. Operational uplifts had unexpected positive relationships with stress, 
while organisational uplifts showed no relationship with stress. Furthermore, operational 
uplifts had a negative relationship with planning (typically held to be an adaptive strategy) 
and organisational uplifts had a positive relationship with emotional social support. 
As predicted, Job satisfaction showed negative relationships with all facets of stress 
thus hypothesis 12 was supported. In addition, Organisational Hassles was the strongest 
predictor of job satisfaction, and operational hassles did not make a significant contribution 
to the prediction of job satisfaction. Thus, support was obtained for hypothesis 13. 
6.4.1 Positive and Negative Work Experiences. 
The predicted positive relationships between positive and negative work 
experiences provide evidence that the two states can co-occur, and that, at least to some 
extent, are determined by each other. As suggested by Hart et al. (1995) these two 
constructs are orthogonal and should not be conceptualised along a continuum. This is 
because it is possible to experience positive and negative emotions towards the same event, 
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and this phenomenon applies equally within the workplace as it does to everyday life. In 
the context of work, this relationship is important because the level of negative experiences 
reported by employees within occupations such as policing, is unlikely to reveal much 
about their coinciding level of positive experiences (Hart, et al. 1995). This is consistent 
with findings showing that positive work experiences increase well-being, but have little 
effect on psychological distress, whereas negative experiences increase psychological 
distress, but have little effect on well-being (Hart, 1999, Hart et al. 1995). Thus, both 
responses and experiences have to be managed independently. 
An important point to consider regarding the differing amounts of hassles and 
uplifts reported by these officers, is that they had spent only a small amount of time 
engaged in operational duties to this point of the study. This study phase was timed 
immediately upon the completion of training at the police academy, with the aim of 
capturing the initial perceptions of the job by these officers. Thus, the lack of operational 
experience these officers have been engaged in is likely reflective of the subscales which 
are scoring highest. For negative work experiences, the highest score was on 
Administration, an organisational variable which reflects the 'hassles' an officer has had 
with, for example, paperwork and operational guidelines. Similarly, the highest scoring 
domain of positive work experiences was Co-workers, again an organisational variable, 
reflecting positive interactions with colleagues. 
The highest scores on operational hassles variables were for Activity, Victims and 
Frustration, which are all variables implicated in responding to some form of offence 
(hassles from administration likely reflect the follow-up paperwork from this involvement). 
In support of the argument for the orthogonality of positive and negative experience, the 
highest score for operational uplifts was also on the Victims domain, representing the 
positive effects officer feel after involvement in an incident. This indicates that while the 
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experience of dealing with a victim was somewhat stressful or frustrating, officers were 
able to derive some positives out of the same experience. It is also likely that this 
experience of dealing with victims was somewhat coherent with the expectations they had 
about becoming operational police, and thus was appraised as a challenging, rather than 
aversive event. 
However, it must be noted that scores on these variables were relatively low, and 
are likely to also be reflective of officers finding their feet as operational constables, rather 
than being consistent with the patterns that would be seen after a substantial period of 
operational policing. As such, this data provides a strong base for the changes in the source 
of positive and negative work experiences as officers become more experienced. It is also 
important to note that there were no differences in the experience of hassles and uplifts for 
males and females at this time point, thus indicating an homogenous experience for both 
genders to this point. 
6.4.2 Organisational Climate and Job Satisfaction. 
Organisational Climate had relationships with both positive and negative work 
experiences. The construct had positive relationships with organisational and operational 
uplifts, and negative relationships with hassles (both operational and organisational). This 
suggests that the police organisation can play a powerful role in the quality of the daily 
experiences of their employees, and is consistent with findings in previous studies (e.g., 
K.J. Burke & Paton, 2006, Hart et al. 1995). Furthermore, there were no differences in the 
perceptions of climate for males and females, suggesting that similar experiences underpin 
these perceptions for both genders. The highest climate score was on the domain of 
participation. This may again reflect the lack of operational experience of these constables, 
and is perhaps influenced by idealistic expectations and interpretations of the police 
organisation. The Participation domain taps into employee's perceptions of their influence 
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over decision making, and the perceived safety of the workgroup. Thus, similar to the 
potential prospective reporting discussed for coping in Chapter 5, this score may be 
reflective of what officers expect, rather than what they have actually experienced. Of 
course, it is also quite probable that their experiences to date have been positive regarding 
their influence. As with hassles and uplifts, these scores offer a base level of perception for 
these officers and any changes will be examined as they move through the first stages of 
their policing career. 
As for occupational experiences and perceptions of organisational climate, there 
were no gender differences in the officers' reported level of job satisfaction. Job 
Satisfaction was moderate to high and showed significant associations with aspects of 
experiences and climate. Of particular interest is that while both operational and 
organisational hassles had moderate positive relationships with job satisfaction, neither 
facet of uplifts showed an association. Given that job satisfaction is a positively valanced 
variable, it would be expected that there would be some level of congruence between 
positive work experiences and heightened job satisfaction. However, given that positive 
work experiences were scoring quite low, this again is a possible function of the lack of 
experience and exposure at this point of the officers' careers. The fact that hassles has a 
negative association with satisfaction suggest that at this point satisfaction may be more 
influenced by negative experiences, and these may well be experiences that are inconsistent 
with the mental model these officers had of operational policing. Despite this, they still 
show levels of job satisfaction that suggest they are happy and content in their working life. 
6.4.3 Occupational Experiences and Individual Characteristics. 
The fact that Negative work experiences showed positive associations with 
maladaptive coping strategies and with Stress is consistent with the notion that use of 
ineffective coping can heighten levels of stress. However, as previously discussed, these 
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results are likely an artefact of the officers attempting to fit into a new organisation and a 
new job role. Socialisation into any new position is difficult and potentially stressful, 
therefore to fully understand the relationships between negative work experiences, stress 
and coping requires an examination of how these constructs change over the course of the 
officers' careers. Furthermore, the effect these experiences have on stress are likely to be 
determined by individual appraisals of these situations, which will affect the coping 
resources mobilised in the future. 
Similarly, the positive relationship between Operational uplifts and Stress, while 
unexpected, is suggestive that these officers already possess the capacity for challenge 
appraisals of stressful events. While these officers have had low levels of operational 
exposure to this point, it is quite possible that even though these events are stressful, 
officers perceive them in a positive way, as they are consistent with their expectations. 
However, the negative association of Operational uplifts with Planning is intriguing. 
Planning is typically seen as a more adaptive coping mechanisms which offers protection 
against ineffective coping and thus increased distress (Carver et al. 1999). Consequently, it 
would be expected to have a positive association with positive experiences. However, 
whilst Planning had one of the highest overall scores of the COPE subscales, the result here 
may be a result of a realisation that policing is an inherently unpredictable occupation and 
due to this officers aren't necessarily able to fully plan their actions and responses. Indeed 
Carver argues that adaptive problem focussed strategies are only effective if the individual 
has some ability to control the situation and thus deal with the problem directly. Given that 
Policing is a somewhat vicarious occupation, periodically involving people in highly 
volatile situations, planning a course of action without allowing a high degree of flexibility 
may not prove overly effective or adaptive in this context. 
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The relationship between organisational uplifts and emotional social support was 
also unexpected, but is consistent with the idea that these officers are in a socialisation 
phase. While emotional social support is typically held to be a maladaptive strategy, 
Carver et al (1989) and Hart & Cooper (2001) argue that coping strategies can be both 
adaptive and maladaptive but the function they take, and their effectiveness, are heavily 
dependent on the situation in which they are invoked. For example, a person who feels 
insecure by a stressful transaction can be reassured by seeking out emotional social support. 
In contrast, these emotional social support mechanisms are often used as an outlet to 
ventilate feelings and emotions, which can become maladaptive, as the problem is not 
addressed. 
Consequently, due to the necessarily high levels of team-work and the emphasis 
placed on comradeship and solidarity within these occupations, particularly amongst Police 
(Bartone, 2003, Pollock et al. 2003a), the seeking of social support for emotional reasons 
such as moral support, may well serve as an adaptive and protective function for officers 
and facilitate the use of other adaptive strategies. Given that these officers have only just 
become operational, it is likely that emotional social support is reducing feelings of 
apprehension about their new roles. Furthermore, the high score on the co-workers domain 
of organisational uplifts is consistent with the idea that officers are seeking the moral 
support and advice of those who are going through the same sorts of experiences (other 
probationers) or have been through previously (other colleagues). 
As expected, stress had a negative association with job satisfaction, and this 
indicates that the level of stress officers are experiencing has some influence on their job 
satisfaction (or vice versa). However, as these relationships were low to moderate and 
there is some degree of overlap, it is unlikely that these constructs are able to be 
conceptualised at separate ends of a continuum. That is, a decrease in stress is not 
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necessarily going to correspond to and increase in job satisfaction. Hart (1994, 1999) 
argues that people make a judgement about their overall levels of job satisfaction by 
weighing up their positive and negative experiences. He further argues that there will be a 
confound between satisfaction and measures of distress rather than them being at opposite 
ends of a spectrum of stress or of satisfaction. Job satisfaction is a cognitive process and 
involves people making a judgement about their level of satisfaction. In contrast, distress is 
an affective construct directly influenced by and individual's subjective emotional 
experiences. 
6.4.4 Predictors of Officer Well-being. 
As predicted, organisational hassles offered more predictive value for job 
satisfaction than operational hassles. In fact, the predictor offering the most explanation of 
variance in job satisfaction at this time point was organisational hassles. This is consistent 
with the results of previous research with experienced officers in the same police 
population (K.J. Burke & Paton, 2006a, 2006b). Furthermore, it adds to the argument that 
the organisation plays an important role in defining the well-being of its employees. 
There were also three coping strategies which made significant contributions to the 
prediction of job satisfaction: emotional social support, denial and behavioural 
disengagement. Emotional social support and Denial both had negative influences, while 
behavioural disengagement had a positive influence. The negative influence of emotional 
social support suggests that while the use of this strategy may be effective in the facilitation 
of organisational uplifts through interaction with co-workers, this does not translate into 
increased job satisfaction. For example, it may be the case that while officers are seeking 
the moral support of their colleagues and are recognising the positives associated with this, 
the fact that they are experiencing negative events that lead them to seek this emotional 
support has more of an impact on job satisfaction. Furthermore, emotional support, in the 
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form of having an outlet upon which to express emotion and vent feelings, is not a positive 
strategy if these feelings are left unresolved. 
The negative influence of denial on job satisfaction makes sense intuitively. Denial 
reflects a maladaptive way of coping, particularly if the event, situation or stressor is not 
going to abate simply by being ignored, as is likely the case with many adverse situations in 
a police role. If events are appraised as threatening or aversive and an individual decides 
that they will carry on regardless (i.e. denies that the stressor exists), the more likely they 
are to experience decreases in satisfaction as the stressor does not abate. It is also possible 
that increased use of Denial is a result of the positive influence of Behavioural 
Disengagement on Job Satisfaction. Carver et al. (1989) define Behavioural 
Disengagement as the reduction in effort/s to deal with a stressor. In its most maladaptive 
form, it is characterised by giving up the attempt to cope with the event. However, the 
notion of behavioural disengagement can also be considered akin to the notion of 
procrastination, and is also implicated in task prioritisation (Carver, et al. 1989). For 
example, if an individual has a number of tasks to be completed in a certain time frame, a 
process of prioritisation often takes place. This involves focussing on the completion of 
one task while removing, or leaving other tasks that are prioritised as less important until a 
later stage. Thus, the positive influence of behavioural disengagement may be reflective of 
the higher levels of hassles from administration reported by the officers, and the need they 
have felt to prioritise these tasks. Certainly behavioural disengagement had a moderate 
positive correlation with Operational and Organisational hassles, suggesting that it is used 
more as hassles increase, but then has a positive influence on levels of job satisfaction. 
Operational uplifts was also found to make a significant contribution to job 
satisfaction and it is likely that this reflects the recruits reporting on operational experiences 
that are consistent with their expectations of the incidents they would be involved in and 
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the nuances of the role that they play as police. The highest score on the operational uplifts 
domain was victims, which reflects the officers' positive perceptions of their involvement 
in operational incidents a dealing with victims of crime. Thus, the positive influence on 
Job Satisfaction is due to the consistency of schematic expectations and events, thus 
validating these assumptions about the job. 
The influence of Extraversion on Job Satisfaction is consistent with research that 
indicates that Extraversion correlates with indexes of individual well-being. Brief, Butcher, 
George & Link (1993) argue that enduring personality characteristics influence the 
meaning given to an event, therefore as Job satisfaction is held to be cognitive in nature it is 
probable that trait extraversion will play a role in determining judgements of satisfaction in 
a work context. This is even more probable considering that these officers were scoring 
higher on Extraversion than the general population (although note that this was compared 
US normative data). Furthermore, Heady & Wearing (1989) argued that constructs such as 
life experiences, coping and psychological well-being could be predicted on the basis of a 
person's personality characteristics. Thus, the result here may be reflective of the 
identified relationship between personality and well-being. 
This chapter has presented data and discussion relating to the occupational 
experiences of officers in transition from the police academy to operational duties. While 
interpretations need to be made tentatively due to the small amounts of time these officers 
have been operational, there is a clear picture emerging of the events and situations which 
influence officer's perceptions of their work environment and their satisfaction with the 
job. There is a clear influence of organisational aspects of the police role on well-being 
emerging at this stage, and the role of personality in shaping these outcomes is also 
apparent. 
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The following chapters of the thesis extend on these findings, and examine changes 
in the occupational experiences of these officers as they move through their probationary 
period. Chapter 7 offers some more insight into the findings at this phase of the study and 
presents the results of semi-structured interviews which explored the officers' perception of 
the move from training into operational policing and the ways in which they managed this 
transition. It also offers an overview of how these officers perceived their training and 
areas in which they believe this training was deficient. It further discusses what officers 
find positive and negative about their job, and the influence they believe the profession has 
had on their personal identity. Chapters 8 and 9 return to the analysis of quantitative 
changes in individual and organisational factors, and presents the determinants of 
adjustment after 12 months of operational duties as the officers come off their probationary 
period. 
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CHAPTER SEVEN 
PERCEPTIONS OF TRAINING AND OPERATIONAL POLICING: 
THE JOURNEY SO FAR. 
7.1 Overview 
The aim of this chapter is to present the findings of qualitative data obtained from 
semi-structured interviews with officers upon completion of their training and after 
commencement of their operational duties. The interviews took place between 2 and 4 
months after the officers had graduated from the police academy, and the questions posed 
to them were related to the responses provided in the quantitative phases of the study to this 
point. 
Officers were asked about their perceptions of the training program and how well it 
had readied them for the challenges they were to subsequently face in an operational 
context. Furthermore, the matches and mismatches between officers expectations of what 
the job would be like, and the actual duties they were required to undertake and their 
motivations for joining the profession, were also explored. In addition to perceptions about 
their training and their expectations, officers' actual experiences on the job were also 
investigated. Officers were asked about the sources of stress and frustration on the job, and 
about the sources of satisfaction that they encountered on a regular basis, mirroring in 
concept the hassles, uplifts, stressors and satisfaction which they had reported in the 
quantitative phases. Further, the interviews examined the officer's perceptions of the ways 
in which they perceived members of the general public saw them, as police officers, and the 
impact that this had on their internal representations of themselves and their role. The 
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interviews also explored the feelings of support that officers did or did not ascribe to the 
organisation and to their colleagues. 
This chapter is presented in a time oriented manner, designed to represent the 
pivotal points in decision making and the cognitive processes that officers would have gone 
through as they came into, and worked their way through, the socialisation process within 
the Police organisation. In this way, the Chapter tells the story of these officers as they 
encountered different phases of this socialisation process and the underlying influences of 
these events on their perceptions of their jobs, and in influencing their overall well-being. 
7.2 Method and Analysis 
The data derived from the semi-structured interviews was analysed using thematic 
analysis, which is a process for encoding qualitative information and can facilitate the 
transformation of qualitative data into quantitative data (Boyatzis, 1998). The analysis 
works on the assumption that a theme may be present at either the manifest level, which is 
directly observable in the data, or at the latent level, underlying the observation. Thematic 
analysis is largely inductive and the researcher attempts to be guided by the data rather than 
a pre-existing hypothesis. Iterative thematic analysis takes a realist perspective where the 
aim is to examine an external reality, for example, experiences, facts or events (Flick, et al. 
2004). In this respect, is it a common, and useful method of examining why people behave 
or respond in a certain way. Additionally, qualitative analysis allows further elaboration 
and clarification of the trends identified in the quantitative data, these are discussed in the 
context of the identified themes. The process of thematic analysis and its application in this 
study is outlined in Chapter 4. 
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The aim of the interview phase was to explore the events identified by officers as 
central to their well-being. Four overarching areas were explored in the interview; 
perceptions of the training experience, experiences since graduation, general feelings about 
organisational and collegial support and perceptions of the police role. In addition, officers 
were asked about their work experiences prior to joining the police in order to ascertain any 
influence of prior employment as well as a way of developing rapport with the officers. 
The full interview schedule is provided in Appendix J. It should be noted that while each 
interview started with a similar question, (i.e. 'Why did you decide to become a police 
officer?), with the aim of building rapport, subsequent questions were not asked in a set 
order. All of the questions in the schedule were asked of all officers, but the structure of 
the interview was guided by the participant, rather than being prescribed by the researcher 
in advance. This was implemented so as to maintain rapport with, and interest from, the 
Constable so as to gain as rich a description of their experiences as possible. 
Each interview was recorded and transcribed verbatim in a process parallel to the 
conduct of the interviews. This allowed any new information emerging from initial 
interviews to be included as questions in subsequent ones and for the approach to some 
questions to change, for example, after the first 4 interviews it was apparent that officers 
did not respond well to the phrase 'coping with' or the follow-up question 'how do you 
cope with that'. Thus, the interviewer changed approach to non-emotive terms, for 
example, `so what do you do in that situation?' or 'why/how did that challenge you?' and 
'how did you change that?' or 'what would you have done before in a similar situation?' In 
this way, officers still provided information about the ways in which they coped with 
certain events, but did not have to frame it in this way. 
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Initially responses were grouped according to whether they reflected training 
experiences, experiences since graduating from the Police Academy and any other 
responses. A large amount of data was apparent in the 'other category' and this was 
examined in more detail in combination with experiences since graduation. A number of 
manifest themes emerged from this process and the final round of coding involved 
grouping these manifest themes into broad categories of perception and experience. Of the 
final manifest themes generated, 85% were present in all interviews conducted. The 
remaining 15% were present amongst at least 80% of participants. A number of the 
manifest themes identified were consistent with the quantitative data, with the exception of 
those making up the category reasons for joining, which was not part of the quantitative 
analysis. 
7.3 Analysis Results 
Thematic analysis of the interviews yielded 4 overarching categories. 
1. Reasons for joining (Why policing), explores the various reasons officers gave 
for joining the service and examines the influence of prior occupation, and prior 
exposure to the police in determining this decision. 
2. Perceptions and experiences during training at the police academy and officers' 
expectations about what policing involved are explored in the category 
Socialisation. The themes reflected in this category also discusses the mismatch 
between expectation and experience once officer had become involved in 
operational duties. Accordingly, two major sub-categories were identified, 
Academy training and Transition. 
Chapter 7 	 200 
3. Occupational Experiences explores officers perceptions of their on the job role 
to this point in their policing career, with a focus on shiftwork, coping with 
events, and feelings of collegial support. 
4. The perceptions officers have of ways in which their experiences have changed 
them is explored in the category of Personal Change. This category also 
explores the impact of the police role on personal relationships. 
The categories are organised and discussed in this order as each step represents a 
pivotal point in the adjustment process for the officers as they moved from the decision to 
join the police force through to their initial experiences as operational police officers. 
Furthermore, it represents the way in which the story unfolded or the journey was 
experienced for each of the officers. Within the discussion of each category, evidence for 
validation (complimentary and divergent) of the quantitative data is discussed. It is also 
important to note that the real names of officers have not been used in this chapter, and all 
officers who participated were assigned a pseudonym. 
7.4 Why Policing? 
In order to understand the reasoning behind officer's decisions to enter the policing 
profession, their motivations for joining were explored. This yielded 2 distinct latent 
themes of response from officers, motivators and satisfiers. Motivators deals exclusively 
with individual motivations for entering the police force, and comprises the themes of 
familial association and attraction to power. The second latent theme, Satisfiers, was 
discussed by officers in terms of their reasons for joining. However, this theme appears to 
be linked to the match between what individual's saw as attractive about the profession 
prior to joining, and their achievement of these things in the police role, and as such is 
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influenced by their period of actual involvement with the police service. Two manifest 
themes of variety and people made up this domain (Figure 9). 
Figure 9. The latent and manifest themes making up the category of Reasons for Joining 
(Why policing?) and their influence on officer expectations. 
7.4.1 Motivators. 
7.4.1.1 Familial. A number of the officers, predominantly males, had a family 
history of policing, and saw their seeking of employment in the police force as the 
maintenance of a family tradition. The family background of around a third of the officers 
interviewed involved an uncle, brother, father or grandfather who was a police officer 
themselves (notably, no women role models were identified in this capacity). Individuals 
talked about growing up in a policing context, and tended to cite strong relationships with 
the individuals who had already established a career in the force. Roger explains "Oh, my 
Dad, and 3 of my uncles.., all cops. I grew up with a great deal of respect for one of my 
Chapter 7 	 202 
Uncles, and I guess really, it was just kinda a natural thing... yeah, it was expected to some 
extent, but then I'm not sure there was really ever anything else I was serious about doing 
anyway". 
The officers believed this familial history provided them with important insights 
into the job, and that it set them up with realistic expectations of what the job entailed, 
particularly with regard to the types of jobs they would experience. For example, Stuart 
mentioned his expectation of the content and scope of the training received at the police 
academy was very different to what actually occurred, and recounted his family asking him 
about doing things, such as seeing a dead body during a mortuary admission. Such 
practices are no longer included in the training curriculum. "...they kept on asking me, so 
have you done this, have you done that, and I kept on saying, nah we haven't... that was 
met with sighs of almost disappointment, and them talking about how different things were 
in their days...". Hence while he felt well prepared for what he was going to face on the 
job from talking to family members, for him these assumptions were proven wrong in terms 
of the training received. 
In a similar vein, a few believed that this familial history also exerted extra pressure 
on them to succeed both as trainees whilst in the academy, and as sworn operational police 
officers. This pressure to succeed was measured predominantly by their reactions to 
events, as opposed to any external performance indicators. "Dad's big on telling me how I 
should've handled things... but he wasn't there and doesn't know the scenarios they threw 
at us" (Ian). "There 's a bit of pressure there, yeah definitely, but that's not always a bad 
thing... it means I can't just coast through 'cos they (the instructors and staff) all know him 
(an Uncle), although sometimes I do think that they've got higher expectations 'cos of that 
too (having an uncle in the police force)" (Stuart). 
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Adam, who joined the service straight out of college, recounted that he had always 
been interested in a career in policing, but had actually planned on pursuing other interests 
before possibly coming back to the police at a later date. "I wanted to be a bit more 
rounded". However, upon finishing college decided that it was the right time and that he 
should "strike while the iron is hot...". He said "I've always been interested in the job, 
Uncle Bob (not his real name) used to always tell me stories, it sounded fun, growing up... I 
got to see how he worked and hear his stories, and also my own personal interactions with 
them (other police), that's all what led me down this current path". 
7.4.1.2 Power. A number of officers appear to have been attracted by the power 
and respect that comes with being employed in a profession such as policing. When asked, 
officers did not always directly refer to their motivations in this way, but a number of them 
talked about wanting to be an officer since they were children, and pointed to the esteem 
with which police are held. Alongside this, a number also talk about the power inherent in 
the uniform, and the visibility of it. 
"They (the police) were scary in terms of you knew the cops would come if you did 
something wrong, or bad, but you knew that they were there to help you too, and that 
they'd get rid of the bad guys... It was funny cos as a kid, I never liked being the bad guy, I 
was always the one who had to do things right. Sure I did my fair share of nasty little 
kiddie things, but when it came to role playing and stuff like that, I always had to be the 
cop, the good guy" (Stuart). 
"I remember handing out tickets to people, family, friends, my brother hated it, yeah 
a little yellow pad of police tickets that people got for doing the slightest little thing... 
mum's still got the photo's of me dressed up in my police outfit, she's most impressed she's 
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also got one of me from graduation, little cop, big cop she calls them... its embarrassing, 
but she's proud too, so its nice" (Frank). 
"I loved the uniform, the shiny gold badge... always wanted one of my own... told 
the recruitment guys, when they asked why I wanted to be a cop, there was a uniform 
hanging on the back of the door, told them that I'd always wanted to wear one of them (the 
uniform)" (Brad). 
7.4.2 Satisfiers. 
Officers who cited satisfiers as reasons for joining, tended to have had some contact 
with the police in a professional work environment, or had had a positive experience with 
police as a previous victim of crime. These officers tended to see their contact as positive 
regardless of outcome (i.e., whether crime was solved or not). In contrast to the latent 
theme of motivators, satisfiers tended to have more to do with officers' expectations of the 
things they would be able to achieve and their perceptions that they had actually been able 
to achieve these things. Thus, while these things were talked about in response to their 
reasons for joining the profession, they also appear to be acting as reasons for the 
maintenance of employment. Satisfiers is comprised of two distinct themes, variety, and 
people. 
7.4.2.1 Variety. These officers tended to have had some form of positive contact 
with police officers prior to joining and thus had, or thought they had, some insight into the 
occupation. A large number of officers talked about the variety inherent in the job, the fact 
that "I'm not stuck behind a desk all day" (Rachel) as a primary motivator for joining. 
Eric, who had worked quite closely with the police for a number of years prior to joining, 
responded that policing was "Something I'd always wanted to do; I saw it as a long term 
career. I'm attracted to the variety, you're doing something different all the time, dealing 
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with different people and different situations". Amanda cited the desire to join the police 
force during college, and had a close friend join after they had completed their schooling. 
But she left it then because she wanted more life experience before joining; she cites the 
variety of the job as a major attraction "... hike the idea that you can come to work each 
day and not know what you're going to do". Similarly, Carol stated, "I've always wanted 
to, cant say why — even I don't understand it. The variety — you're not sitting behind a 
desk, you're getting out there, and dealing with stuff seeing people, you're not stuck 
inside". This officer also recounted a situation in which she had contact with a police 
officer when she was a child. She said that the contact she had had with police was 
positive, and that after this contact as a young child, had found herself thinking about 
joining even back then. 
7.4.2.2 People. Most of the officers interviewed cited the desire to work with 
people as a primary reason for joining the profession. For a number of officers this was 
expressed in terms of a belief that they would be able to help people (i.e., victims of crime) 
and also in the maintenance of a role learnt from a previous occupation. That is, a number 
of officers joined the service after having spent time in occupations involving a high level 
of contact with the general public and people in need, for example as teachers, nurses, in 
customer service, as a custom's officer and within the various armed forces organisations. 
These individual's believed that their previous occupational experiences would help them 
be effective police officers, and that they would, to a certain extent, be able to rely on the 
same skills, instincts and affinity that they had relied on previously, at the same time as 
being able to build on these and learn new skills. For example, Karl, who had previously 
been in the navy said "you can help people out, with the navy you do that to a certain 
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extent, but on a bigger scale... and policing seems to be the sort ofjob where you're going 
to have challenges, but you'll also get the rewards". 
Chad said he had always thought about joining the police, but had gone into a 
different profession. As a result of this earlier career choice he left Tasmania, where he 
grew up and he cited one of the major reasons he joined up was that his prior job was "no 
good in Tassie but I wanted to come back". He detailed the ways in which his previous 
occupation had involved working closely with police, but that he had felt he had little 
control and opportunity to see jobs through within his previous occupation. "I thought I 
might be able to get some of that control and responsibility, and be able to really follow 
things through in the police. ... and I thought well, it's the same type of stuff really, I'd be 
able to use the instincts I'd developed already and really hone my investigation skills. It's 
really just a more complex version of what I was already doing". This officer concurred 
that he saw his new job as a police officer as a continuation of the role from his previous 
occupation. 
Justine detailed her disillusionment with her previous occupation, and felt that she 
had to make a change "for my own sanity, as well as everyone else's". She had wanted to 
go into policing previously, but didn't meet minimum height requirements. In making the 
decision to join, she saw her background (from prior occupation) as an advantage, and 
always had respect for police. She said, "Given the things I had seen... I felt that I might 
be able to use some of the same things, the skills I had, in policing". She also recounted 
how her contact with officers as a citizen, in the capacity of her prior occupation, 
influenced decision to join. "I saw how they (police) dealt with some of them (offenders) 
and some of them (the police) were really good, while there were others that I just thought 
were bastards, and I know that they just didn't understand the seriousness of their 
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(offenders) illness, but in my opinion, that shouldn't have mattered. I figured I could do a 
better job for more people i f I changed jobs. I didn't have the control I needed (over the 
outcomes) in my last job, at least as a police officer I have some level of discretion, and at 
the end of the day, I'm responsible for monitoring my own behaviour, and my own 
responses to people". 
7.4.3 Additional reasons. 
In addition to the themes already discussed, a number of officers cited the pay and 
job security of policing as a reason for joining the profession. However, this reasoning was 
not framed in a way that suggested these things were a primary reason for the decision to 
join, but they did have some importance and did play a role in their decision making 
process. 
The themes identified within this category were not tapped in the quantitative data. 
Therefore, they represent additional information to be considered when examining the ways 
in which officers adjust to their police role, particularly if the motivations for joining 
weren't realised in some way once they had become operational police. This contention is 
explored further when officers' expectations of their job role is discussed in the following 
section which outlines and explores the process of socialisation for these police officers. 
7.5 Socialisation. 
The police socialisation process encompassed a number of phases, firstly in the 
context of the police academy, and secondly, in the transition from trainee to probationary 
constable. The perception the officers had of the effectiveness of their training, and of the 
role they would ultimately play as police officers was directly influenced by their 
expectations of the job role prior to any personalised exposure (i.e., prior to them 
embarking on operational duties). The following sections outline the socialisation process 
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from the perspectives of these officers and accordingly, examines perceptions of their 
training, the positive and problematic aspects of the transition to operational policing, and 
explores how these were influenced by the officers' expectations. The implications of these 
mismatches between expectation and reality are discussed throughout, as are the ways in 
which officers responded to these unmet expectations. This category was split into two 
sub-categories of Academy Training and Transition and their relationships within the 
socialisation process are shown in Figure 10. 
7.5.1 Academy Training. 
The ultimate aim of the training at the police academy is of preparing trainee 
officers for the situations they will face once becoming operational. The academy 
environment is set up to mirror that of a military establishment, where individuals are 
referred to by their rank and surname, where discipline from, and respect for, senior 
officers is an enforced expectation, and trainee constables are delegated to the bottom of the 
pile. There is little opportunity for feelings of empowerment, nor any sense of seniority, 
within this environment, with the exception being after a few months when another course 
of trainees arrives at the academy. This elevates the trainees already having had a few 
months of training to the rank of 'senior' course, while the new trainees form the 'junior' 
course. The senior course is held with more regard by academy staff and training officers 
than their junior counterparts. This is an overt socialisation tool used to indoctrinate the 
trainees into the stratified organisational structure of the service. 
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Figure 10. The relationship between officer expectations and the socialisation process. [The dotted line indicates the reciprocal and changing relationship 
between expectations which were formed prior to entry and expectations influenced by the socialisation process]. 
Academy Training 
CJ 
While all officers acknowledged the value of their training experiences, very few 
saw their training as a positive encounter, and most looked back with a sense of relief in 
that they no longer had to operate within the academy environment. In fact, when officer's 
perceptions of their training experiences were explored two distinct latent themes linked to 
this structured, authoritarian environment emerged, alongside a third latent theme regarding 
officers' feelings of dislocation from the outside world. The first environment theme, 
academic, concerns the school-type setting the trainees found themselves in, a number of 
whom had not attended school for a long time. The second environment theme, 
atmosphere, stems from officer's feelings of depersonalisation and constant surveillance by 
superiors. The third latent theme, associated with officer's feelings of being dislocated and 
removed from the rest of the world by the requirement of living in at the academy was 
identified. This final theme was termed dislocation. 
7.5.1.1 Academic Environment. Most officers cited the pressure of an academic 
based workload as one of the most stressful aspects of their training. Harry described these 
pressures as similar to those faced in the education system, and likened the academy to a 
school as it contained all the defining aspects of an education institution "... the academy is 
a school, it has teachers, assignments, exams, things like that. I didn't mind it (the 
academy); I'm just not a big fan of classroom settings... ". 
The academy has an expectation of academic performance to a certain level, which 
is one of the requirements of successful selection into the training program (see Chapter 3). 
However, a number of trainees, the majority of whom were over 30, cited this aspect as 
problematic either because they had been out of the classroom for so long, or because they 
had not kept up with technological advances and hence struggled with the basics of 
navigating a computer. "I had so much trouble with the computers. I'm not like these 
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young things who've been tapping a keyboard since they were in the womb, I'm slow at it, 
and that was kinda depressing in a way, it just took me so much longer to do anything" 
(Justine). Wound that I just had to repeat things over and over, it's just a practice thing, 
and I knew that, but at the time it didn't help when everyone else was steaming ahead of 
you" (Brad). "Just learning where everything was and that it was all on a computer, or 
inside the thing, that was a weird concept for me to get my head around" (James). "The 
stress placed on you externally was huge, frequent exams, expectations, and that also made 
it a competitive environment... I couldn't have done any more than the 32 weeks living in" 
(Denise). 
Similar to the environment in any school setting, the academy necessitates the 
forcing together of people who are not familiar with each other. In an occupation involving 
individuals who are selected not only for their people skills, but where independence, 
perseverance, and control are seen as positive qualities, inevitably, there will be some 
degree of friction amongst some of the trainees. This was certainly the case for a number 
of the female officers, and also for a small portion of male officers. It was horrible, I had 
real problems with some of the others, they were nice enough people, and it was probably 
just a personality clash, there were plenty of them [personality clashes] down there, but 
man, women, girls, they can just be so bitchy, mind you some of the guys were just as bad" 
(Beth). "There was one guy that I just couldn't stand, one of those know it ails, who had 
all the answers, and always had to be right.., can't stand the sort of people like that, who 
want to be like teachers pet or something..." (Irene). "I personally had a lot of difficulties 
with the other females, and we were segregated in our living quarters... I found it pretty 
distressing a lot of the time. Once we got out I hoped it wouldn't be like the academy, cos I 
don't think I would continue, I think! would've just gone back [to prior job] " (Justine). 
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The structure of each day and the rigid routines enforced throughout training came 
to be seen as inexorable by some of the recruits. "The pressure was just relentless 5 days a 
week Monday to Friday, you're up at 6 o'clock... you start PT [personal training] at 6 and 
it goes right through like every facet of your life, the physical, the academic side of it, your 
professionalism, your etiquette, the whole lot" (Eric). Furthermore, a lot of the constables 
cited stress brought on by multiple priorities and expectations from others both within and 
outside the academy. As Amanda explained "There's just so much going on, and people 
still expect you to be able to lead a normal life, but you spend half your weekend studying, 
and the other half sleeping, there's no time for anything else". 
7.5.1.2 Atmosphere. Alongside being a training institution, the police academy is 
structured similarly to a military establishment. The atmosphere is one of authority which 
must be adhered to at all times. Non-compliance is met with strict penalties and 
punishment. It is within the perpetuation of this atmosphere, that the authoritarian, 
paramilitary style and hierarchical structure of the police force becomes apparent. "... it's a 
quasi-military environment, and everyone down there is referred to by their rank, and 
there's a lot more brass walking around, so you're always aware and on your toes and 
making sure you do everything right" (Eric). 
While some officers stated they had no problems being disciplined, a number called 
into question the way in which it was enforced. One officer referred to the 
"bastardisation" that she believed takes place at the academy, and described how, while an 
unpleasant experience, the process had made her stronger and given her the ability to be 
more relaxed now [upon commencement of operational duties]. "I don't really know if 
that's the whole purpose behind it, to get you disciplined then and not be a whinger and 
just go about your business" (Kathryn). Another talked about her discontent with the 
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continuous punishment utilised by training officers; "You know, sometimes a bit more 
positive reinforcement might have been better, but you kinda knew you weren't in trouble if 
they didn't say anything... So fyou weren't getting yelled at you were alright, but not 
having that positive reinforcement was a big thing, you pretty much had to rely on the 
course to do that for you or you'd just do it yourself" (Tamryn). Similarly, one officer 
recounted his frustration with the authoritative nature of the police hierarchy during training 
at the academy "The most annoying thing about the academy is that you get treated like 
nothing, and I think that frustrates quite a few people... You know it's drilled into you that 
you're at the bottom, the bottom of everything, and then you graduate and the next day the 
first thing you're supposed to do in any situation is to take charge" (George). 
Adam stated "...I guess they're trying to mould you down there in a way, to become 
a certain type of person, and you're constantly being observed...". This statement is 
indicative of the experience of most officers interviewed, many talked about the notion that 
people, whether they were training officers, guest lecturers, visitors, or even others in their 
training groups, were constantly watching them. "There are so many senior officers 
around, and you feel like you're under some sort of surveillance all the time... makes you 
nervous, anxious..." (Joseph). Similarly, Harry said, "There's a massive emphasis placed 
on how you look, like whether your shoes are shined up, whether your badge is straight, 
whether you've got your shirt ironed properly. But also how you carry yourself, you gotta 
have your head held high, shoulders up, give yourself an air of authority.., then they turn 
around and tell you not to be so full ofyourself; the constant hypocrisy of the place got to 
me after a while". 
7.5.1.3 Dislocation. All officers interviewed mentioned some degree of distress or 
frustration due to the living in requirements of academy training. A number of officers 
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described how they felt that the academy took over their whole lives and that there was no 
room left for anything else other than training. "While you're down there, you basically 
haven't got a life... I'm quite young and I like to go out, and I went out once the whole 
time, even on the weekends on the Friday and Saturday, even though I had them off I'd just 
go home and crash... it completely stunts your social life" (Stuart). "You basically live it, 
its your whole life for nine months, you live it and breathe it literally, literally, you know 
you sleep there, all your friends are there, you eat there, you just you're there 100% of the 
time during the week" (Denise). 
Other officers described the dislocation in terms of their families, and this proved 
especially difficult for those officers with children. Justine said, Wound the dislocation 
from my family difficult", while another described the difficulty she had leaving her 
children. "I missed my kids, that was the worst part... they thought it was great on the 
weekends when Mum came home, but then, it was difficult to explain to them come Sunday 
that I had to go back... they got used to it, but its not really something you want them to 
adapt to either" (Rachel). 
Officers also felt that in some respects the requirement of living in at the academy 
was like living in an alternate reality. One officer describes, "... everyday just blended into 
the next and you're not really aware of what's going on in the outside world It just doesn't 
come onto your radar, its not important if it's not happening there (at the academy)" 
(Chad). Some officers found that while the dislocation was a negative experience, one of 
the consequences was a greater appreciation for the value of their everyday lives. "In some 
respects it gives you a bit of perspective on the world, you learn what's important, and that 
there's so many things that you take for granted. I've got a much greater appreciation for 
my family, my kids" (Rick). 
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The manifest themes identified indicate a fundamental paradox in what is trying to 
be achieved at the police academy, because it appears that the goals of an academic 
environment don't necessarily map with those of a paramilitary environment and the police 
socialisation process. For example, teaching someone to be an independent learner and to 
rely on their instincts and initiative, which is advocated in both academic and practical 
senses (Tasmania Police, 2006) is in direct contrast to the authoritarian nature of the police 
academy (and perhaps more poignantly, the police organisation). This results, to some 
extent in the perception of mixed messages being sent regarding expectations and 
behaviour, and initiates feelings of stress and impersonalisation amongst the trainees. This 
is also reflected in the quantitative data, with officers reporting moderate to high levels of 
stress at the baseline phase of the investigation. Furthermore, stress generated as a result of 
performance difficulties was much higher at this phase which reflects the difficulties 
officers reported with the demands of the academic environment and their feelings of 
antipathy towards the authoritarian, military atmosphere. 
The officers also provided some insights into the coping mechanisms which they 
employed in such an environment. The quantitative data found that at the baseline phase 
officers were more likely to report the use of positive reinterpretation, acceptance, active 
coping and planning. The use of the first two strategies in particular reflects the notion that 
while the officers did not necessarily enjoy the constraints forced upon them by the 
academic environment and atmosphere, that they were able to see some reason or necessity 
for these being in place. Thus, it seems they were able to reinterpret theses emotively 
negative events in a positive frame, and the high reported use of acceptance as a coping 
mechanism supports this contention. That is, while acknowledging that the situation was 
stressful and invoked feelings of pressure and stress, they felt that this was inevitable, and it 
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was better to focus on dealing with other things (like assignments) than to place energy into 
trying to change something that they could not control. This is perhaps best exemplified by 
Eric "I didn't like it, didn't like it at all... I felt stressed and pressured most of the time. 
But I knew that they were doing it to teach us, to get us into the right frame of mind... 
getting us ready to think, feel and be, a cop". 
7.5.2 Transition. 
The transition from a trainee constable to a probationary officer culminates in the 
graduation ceremony at the police academy. This takes place on the Friday of the 32" 
week the trainees have been in the academy, they have still been living in up to this point, 
and there is really no official transitionary period during which the trainees get to go home 
prior to graduation. From the point of graduation the trainees become probationary 
constables, they generally have one weekend off and 'report for duty' from the following 
Monday. 
The transition from training to operational duties was discussed in depth with 
constables, particularly with regard to officers' expectations of what Policing involved, and 
the level of preparedness officer's believed they had been provided by training. One officer 
stated "I don't think it [academy training] really could [prepare you] in 32 weeks, I think 
it's an unrealistic expectation" (Tom). Most officers preceded their responses by 
discussing the lack of time the trainers had to teach them; and the amount of things that the 
trainers are expected to include in the 32 week training period. For example, Denise stated 
"I think for the amount of time they've got... with 9 months there's only a limited amount, 
but obviously when you get here [out on operational duties] there's oh, you know, you 
probably come out with 10% of the knowledge you need". Similarly, Eric said "there's 
only so much time to spend at the academy and they've got to cover a lot of topics ffor no 
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other reason than to say yeah, that's been covered and they've (the trainee course) been 
told that". Most then went on to state that the training had prepared them relatively well 
"they pretty much geared us up for everything" (Harry), but there were a few glaring 
omissions in their perspective. "(Training prepared us)pretty much as well as it could, 
there's heaps you don't know, I mean there's so much you don't get taught, but there's too 
much to teach, you can't teach every situation" (Amanda). 
In order to examine the transition process, the things officers felt were deficient in 
their training and the aspects of the job that did not match their expectations were explored. 
The two aspects yielded remarkably similar results and it appears that aspects identified as 
deficiencies in training, were also aspects of mismatch between expectation and reality. 
Four latent themes were identified (Figure 11), the first related to administration and 
procedures, the second to practical and operational skills, the third to the types of jobs they 
would be required to attend as police officers and the fourth discusses the officers' 
expectations of how the public would respond to them. 
Administration 
and Procedures 
Practical Skills 
Jobs 
Public Response 
Transition to 
Operational Duties 
Figure 11. The latent themes found to affect officer transition experience and perceptions. 
[See Figure 13 on p. 235 for overview of full model]. 
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7.5.2.1 Administration and Procedures. This theme describes officers reactions to 
the amount of administrative duties involved in policing and their feelings of lack of 
preparation for this component of the job. Officers felt unprepared for the amount of time 
it took to process a simple offence and many were critical of the training they had received 
in the compilation of offence reports. This theme also explores officer perceptions of 
departmental inconsistencies in administrative procedures and ends on exploring some of 
the positives officers expressed about their training and preparation. 
Officers were surprised, and some reacted with a sense of disdain, at the vast 
amounts of paperwork involved in the profession. "There's a lot more paperwork than I'd 
imagined, a lot of people call it arse covering, but its not, its just recording everything that 
goes on..." (Eric). Furthermore, a number were critical of their training in this respect, and 
felt that there hadn't been enough emphasis in the academy on the importance of file 
preparation and the processes accompanying paperwork. "We came out of the academy; 
most would say this I think, not having a good concept of how to... make up a file... I felt 
like I did have particular trouble grasping the justice system and how it worked... although 
we did cover that, but... I couldn't put it into any framework of any sort" (James). 
Similarly, Carol said "I didn't realise the amount of paperwork that'd be involved... a 10 
minute incident it'll take you like an hour to do the paperwork...". 
Officers directly implicated a lack of training in the development of offence reports 
as contributory to their current problems with administration. A number of officers felt 
they had not received the appropriate amount of training regarding the compilation and 
submission of offence reports. Chad reported that "I'd have to say the academy training 
was a little bit deficient, especially regarding offence reports, we didn't do a lot on offence 
reports and I've learned since that they're how you're judged, because that's the work that 
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everybody else sees". Rick talked about the difficulty he had learning procedure from 
books, without enough practice corresponding to the theory. He said "... and I think maybe 
some people can visualise it and learn it from books, myself I find doing something, 
repeating it over and over (is the way I learn)". 
This highlights a point of mismatch between expectations and actual experiences for 
the officers, in that while they didn't realise the volume of the paperwork involved, they 
also didn't realise the amount of time it takes to complete the administrative and procedural 
functions accompanying a reported infringement and/or arrest. Amanda said, "[I] never 
appreciated the time it takes to deal with offenders" and particularly referred to processes 
that need to be completed back at the station that the public don't see. "Probably the big 
thing that I found a bit sort of surprising was... the amount of time it takes to deal with 
them (offenders)". Similarly, Karl stated "the follow-up that you have to do for some 
things, is phenomenal, the amount of work you've gotta put in, you know, to files and 
reports and all that kind of stuff, and you do go to a lot of effort for certain things". 
A number of officers felt that some of the theory based studies they were required to 
undertake provided information that was relatively obsolete upon their commencement of 
operational duties. One specific area implicated by a large number of officers was that of 
legislation. "I thought all the legislation was too much, I mean I guess you've got to know 
it, but I dunno, it was too much" (Harry). Similarly, and perhaps more poignantly Eric 
reported not having had to use the knowledge, but also pointed out his lack of experience to 
that point. "Some of the legal stuff I enjoyed the legal studies, but it goes very in depth 
into the legal process, but yeah, I dunno, I haven't had to apply any of it yet, but it seemed 
a bit worthless". 
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The discussion of paperwork and offence reports also highlighted some 
departmental inconsistencies with administrative and procedural guidelines in particular. 
Chad described his frustration at the lack of uniformity in the advice and preference for 
things to be completed in a certain way by different senior officers. "There's 
inconsistencies from different people, you know I'll ask one person and then I'll need to ask 
other details along the same line of inquiry and that person isn't there so I ask another 
person. So I give them the full picture and so they say oh no don't do what they said, do it 
this way and after getting that about 5 or 6 times about one particular job, you get 
frustrated, it all leads to the same end result, but I'm not used to being out of my depth". 
Some officers reported good things about their preparation regarding administration 
and procedures. Eric said, "just how to take a statement was really well covered..." 
Similarly, Chad stated "the mental health was really good. I didn't realise just how many 
nutters were out there running around in the community, there's a heap of them, but that's 
good, the sergeant covered that really well for us, he covered domestic violence really well 
too, it was terrific". 
7.5.2.2 Practical Skills. Most officers praised the practical component of the 
training and felt that this was the most useful aspect of the training they received "I'm glad 
we had the amount of practical, you know, experience we got down there (at the academy)" 
(Harry). All called for more practical training in some form, whether it be defensive 
tactics, driver training, or operational scenarios. "I'd definitely add more operational stuff" 
(Adam) and "there's just not enough practical based training, especially for the scenarios" 
(Chad). Many officers were critical of the amount of practical training they received, with 
most believing there should have been much more of it. There was also a call for more in-
field training, most officers saw this as the most valuable experience they had throughout 
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training, as they were able to begin consolidating some of the knowledge they had gained 
thus far in a practical sense. Eric stated, "I think there could have been a little bit more in 
practical areas, they do devote a lot of attention to say things like defensive tactics, 
whereas I think they could devote a little bit more to it and things like operational skills". 
This statement is consistent with the general feelings of most officers regarding practical 
skills. It should also be noted that this is the aspect of training that officers reported they 
enjoyed the most, generally because it was consistent with their expectations of the types of 
incidents they would involved in. This needs to be acknowledged, as the officers' 
comments likely reflect such consistency with expectation, enjoyment and therefore 
feelings of wanting more of this type of exercise because it was fun. 
The majority of officers cited the positives of scenario training, but argued that the 
scenarios themselves needed to be more reflective of real life situations, and less story-like. 
"They teach you what you can do when this this and this happens, but sometimes you're 
sent to jobs where you don't have the power to do anything, but just pretty much be an ear 
and to give a bit of advice. For example, people are getting threats made or something, 
without a restraint order you can't actually do anything, and you weren't taught that kind 
of thing" (Chad). Similarly, Harry said, "The scenario training was pretty good. I'd like 
to see more of the scenario training... Is 'pose there has to be linear scenarios, there has 
to be a start and there has to be a middle and there has to be a definite end for it, and the 
clues that you pick up at the start have to steer you towards that end. But I'd like to see 
more of the scenario training". The organisation of scenarios in a 'linear' fashion, with an 
end already determined is not reflective of the unpredictability of such situations when 
dealing with real people and some officers pointed this out. One officer said "I learnt more 
probably in the first 2 weeks [of operational duties] than what I learnt at the academy, it 
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was a major thing where you don't have the power, what do you do then? We weren't 
taught what to do in those situations" (Carol). 
Another area identified as in need of more time was driver training. Frank felt 
much more driver training was required in order for officers to really feel comfortable 
behind the wheel of a police car — "more driver training, really need more of that, talking 
to one of the other guys from here, he said they did 6 weeks of driver training, and he said 
he felt really confident after that. We were lucky to get the week that we did which was a 
bit of a shame cos we do spend so much time on the roads and we really did fear having an 
accident in one of the police cars, I know a few of the younger members had to do a little 
bit of extra time". Another said "its (the driver training) got to change your whole attitude 
towards driving and to do it just in such a short time frame, it's a little bit of a shame" 
(Eric).' 
One area that a smaller number of constables identified deficiencies in was the 
preparation of officers for seeing people with injuries and in accidents. Again, it should be 
noted here that while only a small portion of officers interviewed identified this, the 
majority of officers had not been exposed to incidents involving a lot of gory details to this 
point in their careers. Denise stated "One thing would jump out [that I wasn't prepared for], 
and that's probably the seeing people injured and stuff you never see it... I'd never seen 
anyone injured before I joined, and, severely injured and yeah they probably don't prepare 
you for that side of it". Another recounted his reactions to having to do a mortuary 
admission within his first few weeks of operational duties. "Like when someone's severely 
injured and they're in a lot of pain, and also the body... the bodies and stuff cos we have to 
'It must be noted that officers from RG I and RG2 identified driver training as deficient. Subsequent groups 
coming through the Academy were provided more driver training as a direct response to the concerns raised 
by RG I and RG2 in their formal graduation evaluations of their training at the police academy. 
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do a lot of mortuary admissions there has to be a police officer present ... and so we get 
sent to them ... and previously I'd never seen a dead body in my life and I saw 3 in a week 
So that's probably one thing that stands out, they need to do something there. Yeah, you 
used to go and watch a post-mortem, but they don't do it anymore" (Stuart). 
Officers were asked how they might go about rectifying the things they identified as 
problematic about the training program. A number intimated the need for training to be 
longer, but also reiterated the fact that they would not have wanted it to be any longer 
themselves. "I'd make it longer which is a silly thing for me to say, having said that I 
hated to live in. I can understand why they insist upon you living in, because, and they do 
look after you, and it's their deal, and everything's done for you, and it's structured and 
that's the way they get it done in 32 weeks... But I wouldn't have minded doing 2 years 
living out" (Justine). Similarly, Adam argued that training should be longer, but also that 
time spent out in the field should occur at regular intervals during the training process. "I 
think you need to have a time when you can go out and practice those skills and come back 
and have learning [of] new skills and add to those and then go out and practice at a higher 
level, and we need to do that regularly, not just once or twice, but every month or so". 
While the majority of officers would have liked to have had more practical training, 
they would also liked to have some emphasis moved from the academic and theoretical 
aspect of their training, "probably make it more practical based rather than theory, a lot of 
people learn theory wise, but you can also learn practically" (James). However, when 
asked whether more practical training could be implemented at the expense of something 
else, Chad replied "that's the thing, I mean everything was important. A lot of it they had 
to put in just for political reasons, like occupational health and safety, any employer has to 
do it. And we may not have taken away a great deal, most of it's common sense, but it's still 
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their priority to do it". This was the sentiment of most officers, that they could see the 
relevance, importance, or necessity of the majority of the things they were taught at the 
academy, but that generally, they would have appreciated much more emphasis and 
inclusion of practical, operational, and skills-based training (see note on p. 231 regarding 
this point). 
The comments discussed thus far suggest that the officers wanted to protect the 
integrity of the training process, and acknowledge its value, but still had 'issues' with 
things that they weren't told or weren't taught that would have helped them when they hit 
the ground as operational officers. This is likely to reflect the use of positive 
reinterpretation and acceptance discussed previously. This seems to have resulted in an 
inability to see the relevance of major aspects of their training (i.e. legislation) simply 
because they have not yet had to put it to use. There also appears to be a degree of the 
officers assuring themselves that the process had been a worthwhile one. For example, 
feelings that they hit the ground knowing nothing, but then having to resolve those feelings 
of inadequacy and being overwhelmed points to a form of cognitive dissonance. In order to 
overcome these feelings, the officers look for explanations outside of themselves, likely 
influenced by the emphasis of external locus of control in selection procedures. Locating 
cause external to themselves means they can ascribe their feelings of not being in control to 
an outside source by looking at the training they had received and identifying what they 
didn't know and matching that with what they believed they hadn't been taught well. 
It is worth noting here that the training program for Tasmania Police used to 
encompass a two year period during which officers were allowed to live outside of the 
police academy, so this is reflective of some of the comments regarding the time period of 
the training. Secondly, when the training program was run over this two year period, 
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officers received a lot more practical training, and a lot more exposure to some of the 
negative sides of the job. One component of this longer training program was the 
witnessing of a post-mortem by all police trainees. This component has since been 
removed from the shortened program. One reason is because of time constraints, but the 
primary reason is the duty of care the police department has in maintaining the stability of 
the mental health of its employees. According to a source within Tasmania Police (Anon, 
personal communication, September 2006), it is no longer considered appropriate, or 
necessary, as it once was, to expose a new officer to such experiences unless it is absolutely 
necessary. In a similar way, new officers used to be encouraged to 'go and have a look' at 
gruesome crime scenes and dead bodies. New officers tend to be purposefully shielded 
from exposure to such events early in their careers, as, at least in the Tasmanian police 
force, it is no longer considered necessary for them to be indoctrinated in this way. 
7.5.2.3 Jobs. The jobs theme characterises the expectations of officers that they 
would be involved in many more serious incidents and that they would be busier (on the 
road)— citing frustration at the amount of down time on shift, and the amount of 'crap jobs' 
they have to attend. While they were quick to dispel the myth that a police officers' job 
was like that portrayed in the popular media, many reported expecting the job to resemble 
the 'cop shows' on TV with respect to the types of incidents they would be involved in. 
"You don't think that you get that involved in like domestic arguments all that sort of thing, 
You know if someone's having a fight you go and sort it out, But we've all this new 
legislation, Most of our job these days is all domestics. It's all between couples, or you 
know, brothers and sisters, you know, Sons and daughters and that sort of stuff I thought it 
would be more like you know, stealing 's you know, And you know that sort of stuffyou see 
on TV" (Rick). In a similar vein, Irene said "I honestly thought we'd be busier, like from 
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one major job to another and it'd be really high stress type of thing, but its not". In an 
analogous statement, Carrie said "you're pretty much doing like 10 or 12 different jobs in 
one, and before I started the job I had no idea. Honestly, I thought you know I'm just going 
to be helping people and all that, and there's a lot more. There's heaps of different facets 
to the job". 
Officers also recounted their shock at seeing the way some people live their lives. 
On becoming a police officer it became obligatory in many respects that participants began 
to see a side of society that is generally hidden from the majority of the public and one 
which most acknowledge they did not realise existed to the extent that it does. Jim stated 
"I think a lot of police suddenly, you know especially the new ones are going well, you 
know, they come from 'normal' lifestyles to be you know, confronted with this lifestyle and 
think well why are people living like this? it's certainly.., very different to what I thought it 
would have been". Likewise, one officer described the change in the things he saw now, as 
part of his role as a police officer, compared to prior to entering the police force. "Just 
working at Woolworths and going home everyday, you don't see what's going on in the 
homes, you don't see the domestic violence, you don't see the assaults, car accidents, and 
unless you stumble across one, you're not gonna see it, it's [life outside policing] a really 
distorted view of what's going on" (Harry). 
Some officers reported being thrown in at the deep end, while others said that they 
wanted to be given more responsibility earlier on. This seemed primarily dependent on the 
station to which the officer was assigned, with those located in smaller regional stations 
being given a higher level of responsibility and autonomy earlier than their counterparts in 
larger metropolitan stations due to the former stations having substantially less staff. 
However, the support provided to the new constables, particularly in terms of seasoned 
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officers being on hand in a teaching/mentor/advisory capacity was much more evident at 
the larger stations than the smaller. This seems to be a reflection of the staffing differences 
between the 2 types of stations, and while there were some unique qualities reported for all 
4 training stations, the most apparent difference appeared to be with respect to differences 
in responsibility, autonomy and the availability of support in the month to 6 weeks 
immediately following graduation. 
7.5.3 Public Response. 
The overall manifest theme describes officers' perceptions of how the public reacts 
to them and the disorientation caused, in many cases, by some of the beliefs and 
expectations the public have of the police (Figure 12). This theme appears potentially 
important in defining officers' experiences, as most constables had had some form of 
positive contact with police prior to joining, and obviously these individuals hold the police 
with a high degree of respect and regard. While officers acknowledged that in some 
respects they expected some members of the public to treat them negatively, they did not 
anticipate the scope of these negative reactions, nor the expectations to be inconsistent with 
their powers. The manifest theme of public response can be split into three sub themes 
(Public Understanding & Expectation, Media Reporting, and Impersonality), and leads into 
a discussion of officers' operationil experiences to this point. 
Public Understanding 
Impersonality 
Media reporting 
Public Response 
Figure 12. The subthemes identified as comprising officers perceptions of public reactions 
to them as police officers. 
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7.5.3.1 Public Understanding & Expectations. This sub-theme is centred on the 
inaccuracy of the general public's understanding of the police role, the expectations that 
this erroneous picture of policing generates in the public eye. "They [the public] don't 
understand that, I dunno the kind of powers you have, like what you can do in certain 
situations, and they think that you're not doing anything, its just the simple fact that you 
don't have the power to do it" (Carol). There also seems to be an expectation that cops are 
all powerful, and all knowing, but this seems to depend which 'side of the law' the 
individual in question is on. Officers felt that the general public had very little idea of what 
the job entailed, but believed that offenders with whom they had regular contact knew more 
about the police role and the powers police have "95% of the public have no idea. They're 
not involved with the police, they see the police when they get pulled over for speeding, 
once every 4, or 5 years. Other segments of the community see us all the time, their 
opinion's gonna differ fairly hugely" (Chad). 
In this sense, officers also talked about the differing opinions of the general public 
towards them, depending on the context of the situation. Many officers, like Chad, talked 
about the fact that people would respond to their presence in a negative way, while in a 
different context would expect the police to be able to act. One officer believed that 
individual's family environment had a lot to do with the way people reacted to the police 
"...depending on how you were brought up, is how you view the police. [There are] decent 
people and if you speak to them, they know that if they need help then you're there to help 
them. But then on the other foot you've got people who definitely do not like the police. 
They mightn't have anything to do with the police, but because of the way they were 
brought up, [they believe that] police officers are bad, all they want to do is arrest you and 
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put you into jail, so don't ever get into arguments with the police because police are 
bastards. That's the way they see us and it's... it's a hard thing to get around" (Rick). 
Another example of this context specific reactions was provided by a female officer "... the 
police are there to help the public, they're not there to be arseholes or anything like that... 
a lot ofyoung kids nowadays always think that the police are bad... and, yeah it's a little 
disheartening in that way" (Irene). 
A similar source of misunderstanding from the public was described by officers in 
terms of the knowledge they were expected to have. One officer described her feeling that 
people expected police to be "all powerful and all knowing, and that we can do anything" 
(Carrie). Officers described a degree of frustration at this, especially if the knowledge 
expected was location specific, such as knowing where a certain street was and the ability 
to give directions to people, when they in fact were stationed in a new area, and had very 
little general knowledge of the city or town in which they were located. "People look at 
you as if to say well why don't you know? And I felt like saying, hey hold on there I've just 
come up from Hobart, but when you tell them you're new, they say well that doesn't help 
me, and I'm like well Jesus, that's a bit rude" (Imogen). 
A number of officers reported quite negative encounters with the public that were 
driven by misconceptions the public had about the role of police, and also to some extent 
the irritation seemingly felt by the person involved in the incident. One officer said "you 
get people who think that they know everything and that all you want to do is pull them into 
jail. I don't think that people realise that the last thing we want to do is to put someone 
away because you know it just not in our best interests to get people locked up, you know 
it's better off if we can sort it out before it goes that far but a lot of people wont understand 
that." (Chad). Similarly, James said "...obviously views [about police] differentiate from 
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person to person. I've had comments that we only go out to book p platers, that the only 
thing we do is revenue raising, that we're the governments' nasties, yeah and things like 
that. But then when their house is burgled or their cars broken into things like that, they're 
not gonna call the fireies, so, yeah they, because they don't see everything, they don't see 
what we go to, and they've really got no idea". This officer acknowledged that while there 
were some people who were 'generally ignorant' about police, it was also "really difficult 
to find out much about the job unless you know someone in it". 
While most officers reported some negative reactions from the public, officers also 
detailed the positive encounters they had had with the general public since becoming 
operational. Rachel she found it funny that "people talk to you about everything, 
everything under the sun. You're the source of all knowledge about everything". Officers 
found that older members of the public as well as some children felt comfortable with them, 
and felt that it was for a similar reason. For older people "it's all about the fact that they 
know you're there to look after them... and you find that sometimes when you can, you'll go 
the extra mile for the elderly, they need all the help they can get" (George). Similarly, 
officers felt that children saw them as 'safe people' but, in contrast to the elderly, also saw 
them as people "to be wary of.. but I think that's more to do with the fact that parents tell 
their kids that the police '11 get the bad guys, but kids also understand the concept of good 
and bad, or right and wrong, and lets face it, all kids muck up at some point. So I think 
they [children] look at us with a bit of apprehension as well" (Rick). 
7.5.3.2 Impersonality. Many officers reported the notion that members of the public 
" only see the uniform, and thus that is what they respond to. A number felt that this 
dehumanised them to a certain extent because people didn't see that there was actually a 
person behind the uniform. Chad said "you do see it in people eyes... they do see you as a 
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police officer first and then as a person and when you say something like just in normal 
conversation and you can see their minds tick away". Likewise, Denise said "people tend 
to forget that besides being a police officer I'm just like everyone else" and Karl said "you 
don't notice it until you put the uniform on and you walk around and then you start 
hearing these slight remarks... and you start going, bloody hell, what have I done wrong? 
... I think it's a bit disheartening". A number talked about people "not looking you in the 
eye when they see the uniform" (Carol) or people "move[ing] away when they see you 
coming down the street, they cross the road or give you a wide berth... there's not many 
people who'll actually acknowledge you" (James). Most agreed that this was strange at 
first and that it had taken them a while to get used to. 
Furthermore, some officers were beginning to find that being a police officer was in 
some ways beginning to define them as individuals in other contexts, Eric recounted this 
experience "its really funny, every time you go to a party... you're always introduced as 
Eric who's a policeman. Not this is Eric who lives nest door... I'm finding I tend to get 
this is Rebecca and her partner Eric who's a policeman". Notably, most officers were 
finding this a little frustrating at this point, but were of the opinion that it was something 
that they would have to get used to if they continued their career in the force. 
Despite this, many officers said they found themselves not disclosing their 
occupation to people they didn't know all that well. "I certainly wouldn't slip it into the 
conversation [that I'm a police officer], I wouldn't tell people because I do think police 
officers are somewhat isolated and I can see why that happens. I think there is a culture or 
subculture if you like which is good and bad but its about their [police officer's] survival as 
individuals, so I think its probably necessary to some degree" (Frank). One officer talked 
about his frustration at feeling the need to adhere to this nondisclosure because of the way 
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people reacted to police "It's dehumanising in a way, because it implies that all police 
officers act in exactly the same way, and people believe that, they see you in the uniform 
and nothing else" (Karl). "People watch you, even when you know, you just got the t-
shirt on going home, people can see that you're a copper and you've got to be aware of 
what you're doing more than ever, and you cant ever just be you anymore, you've always 
got to be mindful that you're a cop" (James). 
7.5.3.3 Media Reporting This sub-theme outlines the ways in which officers felt 
they responded to negative publicity about the profession as a whole. It was of particular 
interest with the first and second groups interviewed, as there had been a lot of media 
accounts around the issue of benchmarking at the time, most of which highlighted negative 
aspects of the police profession in Tasmania. Officers expressed that they believed a lot of 
the negative reactions they received from the general public were due to negative portrayal 
of aspects of policing in the media, and the media's tendency to focus on negative things 
which they deemed to be newsworthy, while either not reporting, or not finding out the full 
story. "I think negative publicity.., it's really just choosing a negative view on a given set 
offacts and for people to believe that which they mostly do cos that's the way its portrayed 
in the media then people are going to swallow it hook line and sinker" (James). "I think 
negative publicity, or the effects of negative publicity can be negated most of the time by 
explaining the real side of the story" (Chad). 
7.5.4 Overview. 
Taken as a whole, the categories and themes discussed to this point suggest that a 
number of components interact to determine officers' expectations about policing and their 
role. Officers' motivations for joining the profession, their perceptions of the effectiveness 
of training as a preparatory mechanism, and their experience of the transition from trainee 
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to operational officer all play a part in these expectations. Officers talked in detail about 
how the job differed from their expectations, with many acknowledging that they had little 
understanding of the profession prior to becoming operational. Even those who felt they 
had a degree of insight from previous contact with police officers, in a variety of forms 
including a familial link, were surprised and disturbed by some aspects of the job. This 
suggests that there is still a degree of unpredictability within the everyday operating context 
even for those who have had previous contact with the profession. 
As a result of this mismatch between expectation and reality, officers reported 
something akin to a 'culture shock' upon graduation, and this appears characteristic of all 
officers' experiences. For example, "I said to my sergeant the first few weeks I felt like an 
absolute fish out of water, like I just thought oh my god I know nothing, because its so 
different to the environment down there [at the academy compared to operational policing] 
and its so different to what you expect or you think its gonna be" (Jim). Many described 
questioning their judgement about becoming a police officer because the job differed so 
much from their expectations. "I was really stressed, really annoyed, and I was asking 
myself whether I'd done the right thing and whether in fact I even wanted to work for these 
people" (Justine). Similarly, "The hardest time since I started at the academy was that 
first few weeks when I came out [to operational duties], I'm 36, I'm not used to being in an 
environment where I just haven't got a clue what's going on" (James). While most officers 
acknowledged feeling this way in the beginning, a number felt like things were now, after a 
couple of months, a little more under control "once you sort it out and realise what you 
know, how it works and what you need to do, it does get easier" (Adam). In a sense the 
way these officer report feeling relates to the beginning of any new job, or new experience. 
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A new occupational context that doesn't match expectations will inevitably lead to some 
form of distress (Giga, 2001). 
The expectations officers have of what the job would entail can be conceptualised in 
terms of the development of a schema about policing and their role as a police officer. 
These expectations represent a schema moulded by little or no involvement in the 
profession to this point, and if these expectations are not met in reality, can lead to 
disruptions of the schema's, from experiences incompatible with these representations, and 
thereby increase stress and feelings of lack of control. On the other hand, while increasing 
stress in the short term; schematic disruptions can facilitate the adaptive capacity of these 
officers if the schema and reality can be reconciled (Fredrickson, et al. 2003; Paton, 2005). 
7.6 Occupational Experiences. 
Officers talked in depth about their experiences since becoming operational police 
and identified a number of positive and negative encounters. These could generally be split 
into stressful or frustrating experiences and satisfying encounters, and tended to parallel a 
number of the facets measured by the hassles and uplifts scale in the quantitative post-
training phase (see Chapter 6). Furthermore, a number of the frustrating experiences could 
be seen to be generated by either the expectations of officers prior to entering the 
profession or from a perceived lack of effective training in specific areas. Three manifest 
themes were identified: Camaraderie, Ways of coping, and Adaptation to shiftwork. These 
are shown in figure 13 which places occupational experiences in the context of the themes 
already discussed. 
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Ways of Coping 
Figure13. The manifest themes which make up the category of occupational experiences, and the influence of socialisation and expectations. 
7. 6. I Camaraderie. 
This theme of experiences can basically be defined by the notion that the people you 
work with make the job. A number of officers cited feelings of mateship and emphasised 
the positive aspects of being part of a team. There appears to be a perception of a 
collective, and implicit understanding of the dangers faced by police officers and the 
hassles involved in police work. One officer summed this up by saying "there 's just 
something about the police force... I think that [the camaraderie and support] would always 
happen" (Eric). 
Justine, who had been struggling with the difference between the actual job and her 
expectations, cited the camaraderie as one of the primary reasons she stayed in the 
profession after quite a few rough weeks initially, when quitting had been a clear option. "I 
think I've been really fortunate, I've got enough support for me to think it's worth keeping 
going, and the guys, the actual guys, the Constables are fantastic, they treat me really 
well". Similarly, officers talked about the trust that was inherent amongst their shift and 
the ability to rely on other officers to be there when required — this was spoken about 
specifically in relation to the provision of backup and not in a metaphorical or friendship 
sense, the idea that officers would show a physical presence if and when requested. "You 
know there's always someone who's got your back" (Beth). It appears that this reliability 
and dependability fostered by the organisation facilitates the team atmosphere, but also 
serves to maintain it. In the component of camaraderie, the notion of the development of a 
shared culture as a result of the socialisation process is evident in the adaptation of officers' 
schemas to include this component of being an integral part of a team. 
Julian described the pros and cons of working in a smaller station. He believed that 
"here you have closer friendships because you're [always] working with the same people 
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and because there aren't a great number of people you're working with, you tend to get to 
know each other quickly". However, one of the main problems faced by officers working 
in a smaller station was that while the morale and camaraderie was high, there were 
problems with staffing levels. Accordingly, while officers felt they could rely on their 
counterparts, they also acknowledged that if back-up was required they often knew that it 
wasn't going to be provided straight away and as needed due to lack of other police officers 
within the district at the time. "In my first couple of weeks I went to two incidents where I 
knew back-up just wasn't available, or it wasn't going to be there for a while if we needed 
it. It's a scary thought, going into a situation where you don't really know how it's going 
to turn out, knowing that there's not someone there behind you" (George). 
A number of officers mentioned the use of alcohol as a means of facilitating 
informal group debriefings, and thus maintaining the feeling of comradeship developed on 
shift. Although, it should be noted that most did not use the term debriefing, they described 
these instances in terms of "talking through the incidents of the day" (Jim), and "being 
able to get together with the rest of the shift and just have a laugh about things, takes some 
of the seriousness out" (Kathryn). Thus, while these 'debriefs' could be seen as a way of 
coping with the job, officers were also quick to dispel the idea that alcohol was used as a 
manner of coping, and talked about just getting together with your mates and talking over 
the day or week. While some officers felt there was pressure to drink, others said there was 
no impetus, it was more about getting together at the end of the shift, and that this 
interaction was facilitated by the presence of a bar within the police academy, and within 
the police stations. A number argued that this informal meeting session maintained the 
morale and camaraderie of the group, and many officers pointed to the role played by the 
sergeant in maintaining morale of the shift and facilitating the team atmosphere that was 
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present. "Our sergeant's great. We generally get together as a shift and go and have a 
couple of drinks, and he encourages us all to just talk over events amongst our shift... it 
gives you a bit of clarity on the day" (Ian). 
In this way the camaraderie and team support can also be seen as facilitating a way 
a coping with the job and is likely reflective of officers not reporting using alcohol as a 
means of coping, but reporting fairly high usage of instrumental social support. That is 
social support through a mentoring type environment, the seeking out of people who have 
experienced similar situations and events (see Chapter 5). Furthermore, it indicates that 
while the camaraderie and morale developed implicitly on the job is an important aspect of 
the officers' experiences to this point and results in the development of a collective schema 
about the team, and about policing. In this way, whilst it can be identified as facilitating 
coping, it has important implications on its own for the maintenance of officer well-being. 
7.6.2 Reactions/Ways of Coping. 
Officers explained the distinction between the incidents they had been involved in 
and the aspects of the incidents that they had taken away with them (it should be noted that 
only a very small percentage had been involved in serious or critical incidents to this point). 
They talked about the idea that the incidents that they can be involved in are often negative, 
but that there are positive aspects to the job, and that it's these that define how you feel 
about the job and how you feel about yourself as a cop. "There's great things too, don't 
get me wrong, some of the stuff we see is horrendous, but you do get a buzz, a nice feeling 
of satisfaction, knowing that you helped someone, or that you did everything that you 
possibly could" (Rachel). Similarly, Eric said "you just can't focus on all of the bad stuff 
there's too much of it. You've got to kind of change it around in your head, and focus on 
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all the things you did right, or all the things that worked out, and not let the bad stuff get 
in... otherwise it just eats away at you" (Joseph). 
Officers also said that they felt there was a need to portray a positive image of 
policing to the public, and that they felt pressure to do so. "They [the public] watch you all 
the time, and you really don't want to stuff up. You know in a business sense, they're the 
client, so they're the ones that you've gotta keep happy" (Chad). This statement also 
indicates a recognition that their job goes beyond the bounds of normal occupations in the 
sense that the public is the client as well as the employer in many senses. This echoes the 
idea of using positive reinterpretation as a coping mechanism. Furthermore, these 
statements also point to the use of a form of denial as a coping mechanism — dismissing the 
negative parts of jobs, and focussing on the positives. 
This is consistent with the findings of the quantitative data for the follow-up phase 
which indicated officers using high levels of positive reinterpretation, and moderate levels 
of denial. Officers also mentioned the use of behavioural disengagement — doing 
something else or finding a distraction, and mental disengagement, the deliberate focussing 
of your mind on something else (e.g., reading a book or watching television). As discussed 
in the section on camaraderie, there is an acknowledgement amongst the officers that they 
can talk about problematic events, but this is more likely to be approached in an informal 
way than taking an active approach, and many officers said they would be hesitant to 
contact peer support. Officers appeared more likely to bring up something informally 
during a 'drinking debrief' than to actually approach someone and specifically ask to talk to 
someone, however, again it must be considered here that these officers had a very low level 
of exposure at this point. 
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Further evidence of the use of positive reinterpretation was provided by a small 
number of officers who talked about not taking things, such as negative reactions and 
comments from the public personally, and stated that they were actively trying to avoid 
developing a 'sense of isolation' that some officers noted in others. These officers believed 
that some police were taking some of the negatives of the job too personally, and noted that 
they had to reframe things, and "make the effort not to take these things on board" (Rick). 
They expressed the sentiment that negative reactions from the public are "about the fact 
that you're a cop" (Brad), "it's got nothing to do with who you are as a person" (Eric), 
and that it was necessary for them to look at it in this way. One officer stated "if I took on 
board everything that they said, I'd have left the job by now, you just cant let them get to 
you and get you down" (Chad). 
Officers also talked about the notion that while there are negative things that are 
part of the job, these things become less important to them compared to the positive aspects 
of the job. "The one good thing that you do, overrides the 10 bad things you see" (Frank). 
"When someone says thankyou — and it doesn't happen often, people seem to have a sense 
of you are there and it's your job and that's what you do, so they don't say it — and they're 
right in some respects, but it kinda makes you feel human when they do" (Chad). Officers 
described a sense of self-satisfaction from helping people out and knowing that they had 
done their best for them. "People walk away and you know they've taken something away 
from the incident because of what you've done, and that's a good feeling" (Carol). 
Given the small amount of time that officers had been operational, very few had had 
contact with CISM or the peer support program. Those who had said the process was 
worthwhile, but acknowledged that they probably wouldn't have approached anyone 
themselves. Most said that they were "fine" after the incidents, and said something similar 
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to the peer support officer who called them up after the incident. However, the interviews 
with officers at this point indicated that there was some inconsistency with the follow-up 
peer support program, and this inconsistency appeared to be an important point at the early 
stages of operational exposure. The following paragraphs recount the experiences of two 
young recruits who faced some considerably stressful incidents in their first few weeks of 
operational policing and highlights the differences in outcomes as a result of peer support 
follow-up or lack thereof. 
An exception to those officers who reported being "fine" after exposure to a 
stressful incident on the job was a young male officer, Stuart, who subsequently resigned 
from the police service. He had been involved in a case concerning the death of a young 
child, and another similar incident involving a death, within his first 4 weeks of operational 
duties. It should be noted here that cases involving the death of a child require a mandatory 
follow-up by the peer-support program. At the time of the interview (2-4 months post-
training), the Constable talked in quite a lot of detail about his reactions to the case and was 
still quite visibly shaken by the incident. He acknowledged having had "quite a hard time" 
dealing with the incident at the time, and said he still often thought about it now (at the time 
of the interview). According to Stuart, he had not received any contact from the peer 
support program, but also acknowledged that he probably would not have admitted to them 
that he was struggling anyway. 
This officer was contacted upon his resignation coming to the attention of the 
researcher, he declined a formal exit interview, but spoke informally about the reasons he 
chose to leave. One of these was that the job differed so much from his expectations of it, 
and that he didn't believe he was the right type of person to be a police officer; incidentally, 
Stuart had a prior familial association to policing. He mentioned still being troubled by the 
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incident, and said that to that point he had not received any contact from peer support, nor 
had he sought any counselling privately over the incident. He told the researcher he just 
wanted to get on with his life and forget about the police. 
On a more positive note, a young female constable, Denise, who maintained her 
employment with the service through to the termination of this project, also faced a number 
of trying incidents within her first few weeks of becoming operational. She attended a 
stabbing incident at an educational institution, and upon arrival realised that she knew of 
the victim (but did not have a personal friendship with them), as well as personally 
knowing quite a substantial number of the bystanders. She acknowledged that the incident 
was quite disturbing for her personally, particularly given the victim was dead on arrival 
and she found herself having to console people, and deliver the news that the victim was 
dead whilst on scene to some people she described as "just not wanting to believe that ... 
was dead". This young constable however, received a phone call from peer support a 
couple of days later, and said that she spoke to them in a fair amount of detail about the 
incident and her reactions to it. She also said she received a lot of support from her 
sergeant and the colleagues on shift which, in her words "made all the difference, because 
they'd been there and they understood how I was feeling and what I'd felt at the time... It 
was funny, cos most of them had reacted the same way before, and it was good to know that 
I wasn't just being a wuss 2 " 
While the exact circumstances surrounding these incidents were different, both 
required a mandatory follow-up from peer support. While Stuart acknowledged that he 
probably would not have admitted that he was struggling to the peer support officer, it is 
possible that the phone call itself may have made a difference. James, an older officer, 
2 WUSS is slang for a weakling or wimp. 
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recounted his reaction to the receipt of a phone call after a trying incident; "you know I 
wasn't really struggling with it, but it was nice to know that they were there, nice to know 
that you were a person to them and not just a number". However, the other difference 
between the two cases described above, appears to be the support provided by the officer's 
shift. While Denise identified this explicitly as helping her to effectively cope with the 
events, Stuart did not identify his shift as playing a role in his attempts to cope with the 
event. 
7.6.3 Shiftwork. 
Questioning officers about the shiftwork they were faced with upon commencement 
of operational duties yielded a somewhat bipolar response. Some officers loved it, while 
others reported that they hated it, with those that disliked it being far fewer. Those that 
reported disliking the shiftwork cited things such as "trouble sleeping during the day" 
(Rachel), and their "body clocks being out of sync" (Julian), with a few citing difficulties 
adapting to the shiftwork due to being home again with family "its hard when you tell the 
kids you have to sleep, but there's something important to them going on... I tried it a few 
times [not sleeping as much during the day], but then you pay for it about 2 in the morning, 
when all you want to do is just close your eyes..." (Amanda). 
Those officers who reported no or few problems with adapting to the shift work 
appeared to have been involved in an occupation previously that involved either working a 
roster involving different shifts, or working long night shifts, such as in a bar, and stated 
that they'd 'done it before, so it wasn't really an issue'. These officers also tended to report 
a preference for night shifts over afternoon or day shifts, with day shift in fact being the 
least favourite. "Much prefer to be on a night shift, or even an afternoon.., you get 
different jobs, and you're busier in the arvo, but with decent jobs, and at night you get a 
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chance to catch up on your paperwork... but I'm better on nights anyway, and I've got no 
troubles sleeping through the day" (Kathryn). 
7.7 Personal Changes. 
The personal changes category discusses the changes that officers had noted in 
themselves, as a result of personal reflection and from the observations and comments of 
others, particularly those of close friends and family members. Three latent themes were 
identified in this category, Switching off/awareness, Self-efficacy and Relationships (Figure 
14). The categories of switching off and self-efficacy represent the officers own 
perceptions of the ways in which they had changed, although self-efficacy was influenced 
to a certain extent by the observations of close others. The relationships category examines 
the changes officers' identified as having taken place within their personal relationships 
with family members, close friends, and acquaintances. 
Figure 14. The manifest themes comprising the category of personal change, and the 
apparent influences of socialisation, expectations and occupational experiences. 
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7.7.1 Switching Off/Awareness. 
This theme deals with difficulties some constables reported with separating their 
professional and personal lives effectively. A small number of constables reported having 
difficulties separating me 'the cop' from me 'the person'. This was noted in cases 
particularly where the constable was young and had been assigned to work at a station 
away from their home (i.e., their place of residence immediately preceding training and 
operational assignment). There were two categories of officers who had been displaced in 
this way, younger officers who lived with or close to their families, and officers who were 
forced to leave a long term partner behind whilst settling in to new surrounds. In addition, 
some reported choosing this displacement, while others felt they had been forced into it. 
The result was that officers found themselves working and socialising with other police 
officers, as most didn't have a support or friendship network within the area they had been 
assigned. None were critical of, or had a negative attitude towards, the support provide by 
other officers, but reported noticing that their lives sometimes felt like it revolved around 
work. 
Officers reported that they recognised a level of heightened awareness within 
themselves when they were off duty; many lamented the fact that they saw offences such as 
driving with a mobile phone whilst off duty, and thought 'why couldn't I have seen that on 
shift'. James pointed out that it wasn't a conscious thing, he didn't go out looking for 
offences while off duty, "but you are told that you're a cop 24/7 and you kind of begin to 
think that way without realising it". Officers also reported a greater awareness of what is 
'out there'. Many felt that until joining the police they had quite a fairytale perception of 
society, whereas now they had a more rounded view. "You don't see the disadvantage, or 
the problems, or the sheer despair that some people live with all the time, its scary in a 
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way, knowing that it was always out there, but that I guess you chose not to see it" 
(Kathryn). The emergence of some degree of cynicism was also apparent in a small 
number of officers. They reported that they had begun to see the world in a different way, 
and found themselves judging some people before they'd even done anything wrong. "You 
get to know the type of person that you deal with regularly, and then you see someone who 
fits the bill, so to speak, and you find yourself thinking, better watch 'im, he looks like 
trouble, before you even realise you're doing it" (Jim). 
Some officers reported others noticing that they use language differently, utilising 
the jargon or terminology consistent with legislation, rather than everyday terms. Justine 
described a conversation she had recently had with her partner, who asked her "when did a 
car become a motor vehicle, and when did a person become an offender?... and it wasn't 
until then that I realised that that was the way I spoke now just generally, everyday.., it 
kinda creeps up on you and invades your psyche". 
The recognition of these implicit judgements and reactions within themselves 
indicates two things. Firstly, it speaks to the success of the socialisation process and 
indoctrination of these officers into the police culture, in that they are reporting a level of 
collective unconscious responses that they recognise were not part of the ways in which 
they responded to people prior to becoming a police officers. Secondly, these statements 
are also indicative of the lack of time these Constables have had as operational officers, as 
it is likely that the more attuned to the police culture they become, the more the shared 
values, attitudes and responses they are currently acknowledging will become automatic 
and thus less likely to be recognised as 'different' or questioned in terms of the 
appropriateness of the response. Thus, it appears that these officers are beginning to 
become acculturated to the ways of the police organisation. 
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7.7.2 Self-efficacy. 
Most officers reported positive changes to their level of confidence and ability to 
cope with everyday problems as a result of the 'journey' they had been through. They cited 
that they had a more pronounced inner strength than previously, and many believed that 
going through the training had helped them develop a confidence in their abilities that they 
had not had prior. Most also felt that their ability to effectively deal with challenging 
situations had increased which was "a really good thing, you'd kinda hope that we'd [the 
officers] feel a bit that way after everything they've pumped into us" (Carol). For example, 
one officer said "I'm a lot more stronger, and confident, I lacked a bit of confidence before 
I went in [to the academy], but you kinda have to make yourself or at least appear to be 
confident" (Carrie). Another stated, "I've got courage to do things that I wouldn't have 
done before, so its made me a bit stronger..." (Ian). 
The notion of growing in confidence and perceptions of being stronger than before 
is consistent with the fact that these officers had been through a life changing event; 
embarking on a police career and undergoing the rigorous training of the police academy. 
It is also characteristic of the fact that the interviews took place at a time when the officers, 
while still adjusting, had had some time to find their feet and were beginning to get a feel 
for the job and their responsibilities. 
Most officers' cited positive changes, generally involving these increases in inner 
strength and confidence, however, there were a small number of officers who recognised 
some negative changes within themselves. For example, a young male officer said "I look 
on things differently, I'd like to say I'm not cynical, but there are times, and I'm not sure 
it a good thing. My friends say that I haven't changed so I take that as a good sign, but I 
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do find that I have to catch my self sometimes, and not think the worst" (Eric). Some 
officers also said they had experienced no change at all, with one officer being quite blunt, 
saying "No, haven't changed a bit, not positive, not negative, I'm still the same as I've 
always been" (Tom). 
7.7.3 Relationships. 
The relationships officers have with other people was explored, with most officers 
reporting knowing about some of the changes that had taken place within themselves as a 
direct result of the observations of others, (i.e., of close friends and/or relatives). All still 
reported positive relationships with family and close friends, however, some tension was 
noticed amongst friends that are not necessarily regarded as 'close'. One officer said "I 
certainly haven't lost any friends over it. Some were a bit funny to begin with, but now its 
not too bad" (Joseph). Another said "My family was really good about it, Mum was the 
worst, she was a bit worried about me, but I think she's ok with it all now" (Denise). 
Being a police officer appeared to put some strain on couple relationships, some 
reported that partners had trouble adjusting to the shiftwork, and some officers reported 
emerging feelings of guilt at not being able to spend time with their children in the evenings 
or on weekends depending on the shifts they were working. Most acknowledged that after 
2 months, the family were beginning to adjust to it, and settle into a bit more of a routine, 
but that it had been, and was still difficult, and an ongoing process of adjustment. 
7.8 Conclusion 
It appears to this point, the officers, in the main were adjusting positively to their 
police role. The interview data discussed here supports the trends emerging from the 
quantitative data particularly with respect to the use of positive reinterpretation as a 
mechanism for coping with the demands of the job. In addition, there is support for the 
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notion that officers, at both the baseline (during training) and post-training phases (upon 
graduation) were experiencing higher amounts of stress as a result of performance 
difficulties than they were as a result of general distress. There is also evidence of stress 
manifesting in somatic symptoms (see Chapters 5 and 6), but these were not deemed as 
problematic as the evaluative and academic pressure (i.e. performance difficulties) these 
officers felt they were under. The cognitive changes reported by the officers in relation to 
ways of coping, ways of seeing the world and feelings of heightened awareness, all seem 
consistent with the success of the socialisation process. This suggests that, these officers 
are showing symptoms, so to speak, of the police culture becoming a part of their 
individual schemas about themselves, they see themselves as police officers, not just 
individuals. In this way, they were starting to develop, and in some cases had developed, a 
shared identity which was defined by their police role. 
The discussion points to the success of the socialisation process and the 
acculturation of these officers into the folds of policing. The ensuing sections of this thesis 
move away from the socialisation process and examines the further development and 
maintenance of this acculturation after the officers have been exposed to the organisation 
for a substantial period of time. 
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